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2007-2011 1199-LEAGUE AGREEMENT

AGREEMENT made and entered into this 22nd day of January,
2007, by and between the LEAGUE OF VOLUNTARY HOSPI-
TALS AND HOMES OF NEW YORK, with its offices at 555 West
57th Street, New York, NY 10019 (hereinafter called the “League™),
as agent for and on behalf of each of its member institutions whose
names appear on Schedules A and B annexed hereto and made a
part hereof (each of which is hereinafter designated as the
“Employer”) and 1199SEIU UNITED HEALTHCARE WORKERS
EAST, with its offices at 310 West 43rd Street, New York, NY 10036
(hereinafter-referred to as the “Union” or “1199”), acting herein on
behalf of the Employees of the said Employer, as hereinafter
defined, now employed and hereafter to be employed and collec-
tively designated as the “Employees” (hereinafter “Agreement” or
“CBA”).

WITNESSETH:

WHEREAS, the Employer recognizes the Union as the collective
bargaining representative for the Employees covered by this Agree-
ment as hereinafter provided, and

WHEREAS, it is the intent and purpose of the parties hereto
that this Agreement promote and improve the mutual interests of
the patients of the Employer as well as of its Employees and to
avoid interruptions and interferences with services to patients and
to set forth herein their agreement covering rates of pay, hours of
work and conditions of employment.

\NOW; THEREFORE, in consideration of the mutual covenants
herein contained, the parties hereto agree as follows:
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ARTICLE 1
Recognition - The Collective Bargaining Unit

1. (a) The Employer recognizes the Union as the sole and exclu-
sive collective bargaining representative of all of the Employees in
the bargaining unit(s) set forth in a stipulation (Stipulation I)
between the Union and each Employer to be annexed hereto.

(b) Excluded from each of the aforesaid bargaining units are
supervisory, confidential, executive and managerial employees,
physicians, dentists, registered nurses, students whose performance
of work at the Employer is a part of the educational course of study
such students are pursuing, part-time employees who work a total
of one-fifth (1/5) of the regular full-time work week or less for the
job classifications in which they work, temporary employees as
defined herein, and such other employees as are listed as excluded
in the stipulations hereunto annexed. Effective July 1, 1992, any
employee hired to work one-fifth (1/5) or less of the regular full-
time work week for his/her classification shall be an Employee cov-
ered by the Agreement if he/she works more than sixteen (16)
shifts within any period of up to thirteen (13) weeks. Bargaining
unit coverage shall be retroactive to the first day of the thirteen
week period.

2. It is agreed that this Agreement shall apply and continue in
full force and effect at any location to which the Employer may
move. It is further agreed that this Agreement shall apply to any
new or additional facilities of the Employer and under its principal
direction and control within the five (5) boroughs of New York
City, Nassau, Suffolk and Westchester Counties. The Employer
shall give seven (7) days notice to the Union subsequent to the
completion of arrangements for all expansions, acquisitions, sales,
new facilities, mergers within the five boroughs of New York City,
Nassau, Suffolk, and Westchester counties.

3. To the extent permitted by law, whenever an Employer here-
after shall enter into an affiliation agreement with the City of New
York, the Employer shall extend recognition to the Union hereun-
der for the Employees employed by the Employer under such affil-
iation and this Agreement shall apply to such Employees.

4. Whenever the word “Employee” is used in this Agreement, it
shall be deemed to mean the Employees in the bargaining unit(s)
covered by this Agreement, as defined in Article I, Section 1 hereof.

5. At the time a new Employee subject to this Agreement is
hired, the Employer shall deliver to said Employee a written notice
that the Employer recognizes and is in contractual relations with
the Union and quoting or paraphrasing the provisions of Articles
I and III of this Agreement.
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6. Part-time Employees: Part-time Employees covered by this
Agreement shall receive fringe benefits, wage rates and wage
increases hereunder on a pro rata basis.

- 7. The Employer shall prorate paid benefits (i.e., paid: vaca-
tions, holidays, sick leave, free days, leave for death in the family
and paternity leave) based on the average number of hours actually
worked per week in a six (6) month period. Computations shall be
made every six (6) months. Part-time Employees shall not accrue
benefits which are greater than those accrued by a full-time
Employee in the same job who is regularly scheduled to work the
normal full-time work week.

8. Although certain part-time and temporary employees are
excluded from coverage hereunder, nevertheless, the Employer will
employ them at not less than the wages and minimums specified in
this Agreement. It is recognized, however, that such employees are
not and shall not be in any way considered covered by any of the
provisions of this Agreement.

9. Attachment A hereto shall apply with respect to residual units.

ARTICLEII
Union Security

¢

1. All Employees on the active payroll as of July 1, 2007, who are
members of the Union shall maintain their membership in the
Union in good standing as a condition of continued employment.

2. All Employees on the active payroll as of July 1, 2007 who are

not members of the Union shall become members of the Union
within thirty (30) days after the effective date of this Agreement,
except those who were required to become members sooner under
the expired Agreement who shall.become members on the earlier
applicable date, and shall thereafter maintain their membership in
the Union in good standing as a condition of continued employ-
ment: -
3. All Employees hired after July 1, 2007, shall become members
of the Union no later than the thirtieth (30th) day following the
beginning of such employment and shall thereafter maintain their
membership in the Union in good standing as a condition of con-
tinued employment.

4. For the purposes of this Article, an Employee shall be consid-
ered a member of the Union in good standing if he/she tenders
his/her periodic dues and initiation fee uniformly required as a
condition of membership.

5. Subject to Article XXXI, an Employee who has failed to
maintain membership in good standing as required by this Article
shall, within twenty (20) calendar days following receipt of a writ-
ten demand from the Union requesting his/her discharge, be dis-
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charged if, during such period, the required dues and initiation fee
have not been tendered.

6. The Union agrees that it will indemnify and hold the
Employer harmless from any recovery of damages sustained by
reason of any action taken under this Article.

ARTICLEIII
Check-Off

1. Upon receipt of a written authorization from Employee in
the form annexed hereto as Exhibit A, or in any other form desig-
nated by the Union necessary to accommodate any changes in the
1199 dues or initiation fee structure, the Employer shall, pursuant
to such authorization, deduct regular dues and/or initiation fees as
established from time to time by the Union from the wages due
said Employee. Such deduction shall start no later than the first
pay period following the completion of the Employee’s first thirty
(30) days of employment.

The Employer shall remit to the Union all deductions for dues
and/or initiation fees made from the wages of all Employees on or
before the fifteenth (15th) day of the month following the month
in which the paycheck was dated from which those dues and initia-
tion fees were deducted.

This remittance shall be accompanied by a list of all Employees
on whose behalf dues and initiation fees are being paid. Such list
shall include, for each Employee, the following information: Insti-
tution, Employee’s name, social security number, job classification,
amount of dues remitted, amount of initiation fees remitted, hours
worked, gross pay, and total pay subject to dues deduction.

2. At the written request of the Union made in accordance with
the provisions of this paragraph 2, the Employer shall deduct from
the wages due an affected Employee an amount stated by the
Union to be unpaid dues and/or initiation fees. Such a written
request for unpaid dues shall be'made by the Union no more fre-
quently than twice a year on January 1 and/or July 1. The request
shall include the name, social security number, amount of dues
and/or amount of initiation fees to be deducted from the
Employee’s wages; and the number of installments by which the
total shall be deducted.

With the written request, the Union shall send the Employer a
copy of a letter that has been sent to each listed Employee advising
them of the Union’s dues and initiation fee policies, the amount of
dues or initiation fees owed by the members, an explanation of the
computation, and the procedure by which such unpaid dues
and/or initiation fees shall be deducted by the Employer. The letter
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shall advise the Employee to direct any question on this deduction
to the Union. The Employer shall provide the Union with the
name, title, and telephone number of the person to which requests
pursuant to this paragraph shall be submitted.

The Employer shall make the first deduction pursuant to the
requiest no-more.than thirty (30) days after receipt of the request,
and shall remit the deductions on the same schedule as set forth in
paragraph 1 above.

 The Employer shall prov1de to the Union a separate list of all
Employees on whose behalf payments pursuant to this paragraph
2 are being made. Said list shall include name, social security num-
ber, and amount of dues and/or amount of initiation fees remitted.

The limitation of submission of Requests on January 1 and July 1
shall not apply when an Employee is a new hire from whom
deduction of dues and/or initiation fees were not initiated timely.
In such cases, deduction of dues and/or initiation fees by the
Employer shall commence immediately on the Employer receiving
written authorization.

. The Employer shall not be required to attempt to recover
unpaid dues or initiation fees from Employees who have termi-
nated employment and received their last wages prior to the receipt
of the request.

3. Employees who do not sign written authorizations for
deductions must adhere to the same payment procedure by mak-
ing payments directly to the Union.

4. The 1199SEIU Federal Credit Union: Upon receipt of a
written authorization from an Employee in the form annexed
hereto as Exhibit B, the Employer shall, pursuant to such autho-
rization, deduct from the wages due said Employee each pay
period, starting not earlier than the first period following the com-
pletion of the'Employee’s first thirty (30) days of employment, the
sum specified in said authorization and remit same to the
1199SEIU Federal Credit Union, or successor credit union, bank or
other financial institution (“the Credit Union”) to the credit or
account of said Employee. If the Employer’s payroll system per-
mits, such deductions shall be remitted to the Credit Union on
each pay date via ACH or similar electronic funds transfer system,
directly to the account of the Credit Union as designated by the
Credit Union as to account number and place, for the benefit of
each participant, with funds available in “US Funds” on the sched-
uled.payroll.date. Such transmittal shall contain for each partici-
pant, the name, social security number prefixed with a “0” (making
a 10-digit number), description, Institution name, and Institution’s
Credit Union.ID. .

If an ACH transfer is not possible under the Employer’s payroll
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system, the Employer shall wire the funds to the Credit Union on
each paydate to the account of the Credit Union as designated by
the Credit Union as to account number and place, and shall at the
same time e-mail to the Credit Union a file containing the same
information as listed above, written in a common spreadsheet pro-
gram or ASCII, together with the total of the funds that have been
transmitted.

5. Upon receipt of a written authorization from an Employee in
the form annexed hereto as Exhibit C, or in any other form desig-
nated by the Union and necessary to accommodate political action_
deductions, the Employer shall, pursuant to such authorization,
deduct from the wages due said Employee once a month the sum
specified in said authorization and remit the funds to the
1199SEIU Political Action Fund, in the same manner and at the
same time as the Employer shall remit dues and initiation fees as
described above. This remittance shall be accompanied by a list of
all Employees on whose behalf deductions are being submitted.
Such list shall include, for each Employee, the following informa-
tion: Institution, Employee’s name, social security number and
amount remitted.

6. The Employer shall be relieved from making such “check- off
deductions upon (a) termination of employment, or (b) transfer to
a job other than one covered by the bargaining unit, or (c) lay-off.
from work, or (d) an agreed leave of absence, or (e) revocation of’
the check-off authorization in accordance with its terms or with
applicable law. Notwithstanding the foregoing, upon the return of
an Employee to work from any of the. foregoing enumerated
absences in section (b) - (d), the Employer will immediately resume J
the obligation of making said deductions, except that deductions
for terminated Employees shall be governed by Paragraph 1 hereof.
This provision, however, shall not relieve any Employee of the
obligation to make the required dues and initiation fee payment
pursuant to the Union constitution in order to remain a member in
good standing of the Union.

7. The Employer shall not be obliged to make deductions of any
kind from any Employee who, during any dues month involved,
shall have failed to receive sufficient wages to equal the dues deduc-
tions.

8. The Employer agrees to furnish the Union each month
within fifteen (15) days after the end of the month a listing in order
of social security numbers of the names of all bargaining unit
Employees paid at any time in the prior month, their addresses,
social security numbers, classifications of work, their date of hire,
and if terminated during the month, their date of termination; and
names of bargaining unit Employees on leave of absence together

1
H

i
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with their beginning dates of leave of absence and type of leave.

9. Upon receipt of a written authorization from an Employee in
the form approved by the 1199 Pension Fund Trustees the
Employer shall, pursuant to such authorization, deduct from the
wages-due said Employee once a month the sum specified in said
authorization and remit same to the 1199 Pension Fund as the
monthly repayment of the Employee’s loan obtained from such
Fund on or before the fifteenth (15th) day of the month following
the-month in which the paycheck was dated from which the
deduction was made. It is specifically agreed that the Employer
assumes no obligation, financial or otherwise, as a result of com-
pliance with this provision.

10. It is specifically agreed that the Employer assumes no oblig-
ation, financial or otherwise, arising out of compliance with the
provisions of this Article, and the Union hereby agrees that it will
indemnify and hold the Employer harmless from any claims,
actions or proceedings by any Employee arising from deductions
made by the Employer hereunder. The Union further indemnifies
and holds the Employer harmless from any claims, actions or pro-
ceeding by any government agency or by any groups so long as
such groups are not funded directly or indirectly by the Employer
for the 1199SEIU Political Action Fund. Once funds are remitted
to the Union, their disposition thereafter shall be the sole and
exclusive obligation and responsibility of the Union.

11. Any list required hereunder that contains in excess of
twenty-five (25) names shall be transmitted to the Union or the
Credit Union in electronic form in the format agreed to between
the League and the Union. The Employer shall provide to the
Union and the Credit Union the name, title, e-mail address, and
telephone number of one person responsible for each separate
dues/initiation fees remittance list to be submitted pursuant to this
paragraph who can directly authorize and produce such electronic
transmission. '

12. The Union may process arbitration claims under this Article
III before the Funds Arbitrator designated in Article XXV para-
graph 5, and pursuant to the procedures set forth in that section.
No other sections of that Article shall apply.

ARTICLEIV
No Discrimination

1. Neither the Employer nor the Union shall discriminate
against or in favor of any Employee on account of race, color,
creed, national origin, political belief, sex, sexual orientation, citi-
zenship status, marital status, disability or age.
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2. No Sexual Harassment:
(a) The Employer will instruct its supervisory and manager-
ial staff that sexual harassment will not be permitted or tolerated.
(b) Management and supervisory staff will receive regular
periodic updates on sexual harassment policy, standards of accept-
able (and unacceptable) behavior and consequences for violations
of policy.
3. The Employer after notification to the Union shall be permit-
ted to take all actions legally required to comply with the Ameri-
cans with Disabilities Act.

ARTICLEV
Union Activity, Visitation and Bulletin Boards

1. No Employee shall engage in any Union activity, including
the distribution of literature, which could interfere with the perfor-
mance of work during his/her working time or in working areas of
the Employer at any time, except as provided in Article XXXI
Grievance Procedure.

2. A representative of the Union shall have reasonable access to
the Employer for the purpose of conferring with the Employer,
delegates of the Union and/or Employees, and for the purpose of
administering this Agreement. Where the Union representative
finds it necessary to enter a department of the Employer for this
purpose, he/she shall first advise the personnel office or the head of
the department or his/her designee in person, as the Employer
shall state. A delegate intending to go to a department other than
the one he/she represents shall follow the above procedure. Such
visits shall not interfere with the operation of the Employer.

3. The Employer shall provide Bulletin Board(s) which shall be
used for the purpose of posting proper Union notices. Such Bul-
letin Board(s) shall be placed conspicuously and at places readily
accessible to workers in the course of employment.

4. The work schedules of Employees elected as Union Delegates
shall be adjusted to permnt attendance at regular delegate assembly
meetings providing Employer‘operations shall not be impaired.

5. Each October, the Union will provide a listing of its represen-
tatives at member institutions, including delegates, to the
Employer. In the event the Union changes its representatives at
member institutions, the Union promptly shall notify in writing
the Employer of such change.

6. Employees elected or appointed as Trustees of the NBF, PF,
- TUE, JSE, LMI and Child Care Fund shall be released:by the

Employer without pay to attend scheduled meetings of the
“Trustees. The Employer will also make its best effort to release
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Employees elected or appointed to the Executive Council to attend
scheduled meetings thereof. In both cases, the Employees shall be
released unless such release will unreasonably interfere with the
operation of the unit in which the Employee is employed.

7. As part of cost savings referred to in this Agreement, the par-
ties recognize that the Union’s delegates will play a pivotal role in
educating the. Union membership in understanding the cost sav-
ings programs, in helping to prevent fraud and abuse in the Funds,
and in understanding the Agreement and collective bargaining
process. In this regard, the Delegates will be released for up to five (5)
days over the life of this Agreement with pay for intensive training
in these areas. The Employers will be reimbursed for the cost of
release time (approximately $200 per day per delegate) by a reduction
of their Pension Fund contributions, as agreed to by the President
of the League and the President of the Union. Unless otherwise agreed
to by-the parties, this provision shall expire on September 30, 2011.

ARTICLE VI
Joint Employment Service

" 1. The Joint Employment Service (“Service”) will be the sole
source of referrals for all 1199 bargaining unit jobs for a seven (7)
day period. This Service will include referrals of agency and per
diem workers. A priority consideration for employment will be
given to qualified referrals. In emergency situations or cases where
qualified agency or per diem workers are not. available, the
Employer may hire without going through the Service. Disputes
will be subject to review by the Contract Interpretation and Policy
Committee, as set forth in Art. XXXIB.

. The Service shall maintain a computerized bank of prospective
employees from all sources, and shall maintain & validation process
by which employees’ prior work performance, licensure and certifi-
cation are verified.

2. Neither the Service in referring, nor the Employer in hiring,
shall discriminate against an applicant because of membership or
non-membership in the Union or any ground prohibited under
Article IV (No Discrimination) of this Agreement.

3. (a) The Employer shall notify the Service of all bargaining
unit job and training position vacancies,* including temporary and
part-time vacancies and positions for which its laid off Employees
may be eligible for recall, and shall afford the Service seven (7) days

*Where the Employer has an affiliated school or University program and where stu-
dents do their practical work at the Employer, the: Employer may offer vacant posi-
tions to said studerits,at its discretion without referring to the Joint Employment
Service, notwithstanding paragraph 7, below.
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from the time of notification (exclusive of Saturdays and Sundays)
to refer applicants for the vacancy before the Employer hires from
any other sources. In referring applicants, after persons on layoff
from the Employer have been recalled, the Service shall give prefer-
ence to persons on layoff from other members of the League, per-
sons with prior experience in the health care industry,and persons
living in the community the Employer serves, and must meet the
qualifications required by the individual Employer for a particular
job vacancy.

(b) Notwithstanding the foregoing, the Employer, after giving
notice to the Service, may fill vacancies if it must fill the position
without delay to meet an emergency or to safeguard the health,
safety and well being of patients, provided that such vacancy may
not be filled on a permanent basis.

4. Notwithstanding the foregoing, the Employer retains the
right to hire such applicants referred by the Service as it deems
qualified, in its sole discretion, and the right to hire applicants
from other sources in the event the Service does not refer qualified
applicants within seven (7) days, except that the Employer shall
not, without giving a reason, reject an applicant (other than an
Employee on layoff from the Employer) sent by the Service where
the Service sends a minimum of three (3) applicants who have the
minimum qualifications for the job and have at least three (3)
years recent experience in the same or similar job with a League
member.

5. Any applicant hired into a permanent job shall have a Certifi-
cate issued by the Service. All applicants referred to the Service by
the Employer shall be issued a Certificate.

6. The Employer agrees to notify and utilize the Service in
actprdance with the procedure set forth above (in this Article VI)
for all short-term positions, including temporary positions, agency
referrals, and positions for one-fifth (1/5) of the work week or less,
once the Service initiates such referral program. In hiring short-
term workers for one-fifth (1/5) or less of the work week the
Employer may use other sources.

7. The hiring rights and obhgatlons sét forth in this Article VI
shall not interfere with the mandatory match requirements of Arti-
cle IXA, Section B 6)(c)(i) (Job Security Fund).

ARTICLE VII
Probationary Employees

1. Newly hired Employees shall be considered probationary for
a period of ninety (90) days from the date of employment, exclud-
ing time lost for-sickness and other leaves of absence.
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2. Where a new Employee being trained for a job spends less
than twenty-five percent (25%) of his/her time on the job, only
such time on the job shall be counted as employment for purposes
of computing the probationary period.

3. The probationary period for a part-time Employee whose
regularly scheduled work week is less than three-fifths (3/5) of the
regular work week applicable to his/her job classification shall be
four (4) consecutive months.

4. Notwithstanding the foregoing, the probationary period for
social workers including part-time social workers, according to
custom shall be six (6) months.

5. During or at the end of the probationary period, the
Employer may discharge any such Employee at will and such dis-
charge shall not be subject to the grievance and arbitration provi-
sions of this Agreement.

ARTICLE VIII
Temporary Employees

1. A temporary Employee is one who is hired for a period of up
to three (3) months and is so informed at the time of hire, and who .
is hired for a special project, to replace an Employee on leave or
vacation, to fill a vacant position (a position for which the
Employer is actively recruiting for which no Employee at the insti-
tution has exercised rights under Article IX (Seniority) and after
the position has been submitted to the Job Security Fund layoff
pool (“JSF pool”) operated by the Joint Employment Service), to
fill an emergency vacancy of up to five (5) business days or less due
to bereavement leave, illness or emergency family care. The said
three (3) month period may be extended by the Employer at its
option up to an additional three (3) months or for the length of
the leave of the Employee being replaced, whichever is greater.
Such Employee shall become a member of the Union after the
expiration of the initial three (3) month period.

2. Temporary Employees will receive holiday pay in the same
manner as regular Employees.

3! After three (3) months, temporary Employees will begin to
accrue vacation and sick leave beginning with the first day of the
fourth month of employment If, however, temporary Employees
are retained beyond six (6) months in continuous employment,
the accrual of vacation and sick leave will be from the first day of
employment,

4. Contributions to the 1199SEIU National Benefit Fund for
Health and Human Service Employees on behalf of temporary

‘ _Employees shall commence after three (3) months of employment
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and shall-cover the payroll periods beginning with the first day of
the fourth month.

5. Contributions to the 1199SEIU Health Care Employees Pen-
sion Fund, the Hospital League/1199 Training and Upgrading Fund,
the League/1199SEIU/Health Care Industry Job Security Fund, and
the 1199SEIU/Employer Child Care Fund will not be made on
behalf of temporary Employees unless and until they begin perma-
nent employment, in which case such contributions shall commence
for the payroll period in which they are made permanent.

6. A temporary Employee who has been employed three (3)
months or longer shall be treated as a regular Employee for the pur-
pose of filling vacant or available permanent positions for which the
Employee is immediately qualified. A temporary Employee who is
retained as a temporary Employee after the initial three (3) month
period shall be entitled, when replaced by the returning Employee,
to bump an Employee in his/her classification with less bargaining
unit seniority, subject, however, to subsection 7(b) of Article IX
(Seniority).

7. Prior to hiring temporary Employees to fill temporary posi-
tions, the Employer shall:

a. Offer the position to Employees with layoff/recall rights;

b. Offer the position to individuals in the JSF pool;*

c. Offer additional hours to incumbent part-time
Employees in the classifications by seniority, provided
they commit to covering the entire assignment for the
duration of the opening. Said part-timers shall have
the right to return to their former positions at the end
of the temporary position;

d. Utilize the Joint Employment Service;

e. Utilize the Joint Employment Service’s short-term
referral program (Article VI, paragraph 6, above), if
established, which shall provide staff for short-term
need at competitive rates; or

f.  Offer overtime to incumbent Employees if practicable.

8. An agency worker may be used to fill a temporary position as
defined herein if the Employer is unable to fill the temporary posi-
tion from the sources listed above.

ARTICLE VIIIA
Vacancies and Emergency Vacancies

1. The Employer shall fill vacant positions (positions for which

*Mandatory Match obligation applies only if the temporary position is of three (3)
months duration or longer (see Art.IXA(B)(6)(c)(v)). The Employer need only
refer a particular temporary job to the Joint Employment Service once.
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the Employer is actively recruiting for which no Employee at the
institution has exercised rights under Article IX and after the posi-
tion has been submitted to the JSF pool and the Joint Employment
Service) in the following order:

a. Offer the extra hours to incumbent part-timers by
seniority who will commit to covering the entire
assignment for the duration of the opening;

b. Offer overtime where practicable;

c. Use agency workers under the following conditions:
(i) for up to two (2) months. If the period extends

for more than two (2) months the agency worker
shall become a member of the bargaining unit;

(ii) there shall be no extensions of this time period;

(iii) use of agency workers shall be permissible for
only one two (2) month period for each specific
vacancy as defined in 1 above;

(iv) if an agency employee is used to temporarily fill
a vacant position beyond the aforementioned
time period, the Employer shall either place such
employee on its payroll or employ another per-
son. The employee will be covered by the collec-
tive bargaining agreement effective on the first
day after the two (2) month time period expires.

2. In the event of an emergency vacancy of up to five (5) busi-
ness days or less due to bereavement leave, illness or emergency
family care, the Employer shall have the right to use agency
employees if the position cannot practicably be filled by a part-
time Employee or by use of overtime.

3. At the end of said two (2) month period for filling vacancies,
or five (5) days for emergency leave or three (3) months filling a
temporary position as set forth in Art. VIII (paragraphs 7 and 8),
agency workers shall be removed from agency payroll and placed
on the hospital payroll as bargaining unit members. Subject to this
paragraph 3, agency workers hired to fill vacancies, vacations, spe-
cial projects, emergency leaves or temporary positions are not in
the bargaining unit.

4. If areas of frequent utilization of agency employees are deter-
mined, the Employer and the Union shall undertake training ini-
tiatives to fill vacancies by use of in-house staff. Such initiatives
shall'include jointly notifying the Training and Upgrading Fund to
undertake training programs for said shortage areas, including
training workers in multi-skills and for particular classifications.
The institution agfees to niake space available on‘site or assist in
locating space in the area of the institution.
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ARTICLE IX
Seniority

1. Definition.

(a) Bargaining unit seniority is defined as the length of time
an Employee has been continuously employed in any capacity in
the Employer.

(b) Classification seniority shall be defined as the length of
time an Employee has worked continuously in a specific job classi-
fication within a Department.

2. Accrual.

(a) An Employee’s seniority shall commence after the com-
pletion of his/her probationary period and shall be retroactive to
the date of his/her last hire.

(b) Bargaining unit seniority shall accrue during a continu-
ous authorized leave of absence without pay up to twenty-four
(24) months, or for the period of maternity leave provided that the
Employee returns to work immediately following the expiration of
such leave of absence; during an authorized leave of absence with
pay; during a period of continuous layoff not to exceed the lesser
of (i) twelve (12) months (or the period of receipt of JSF benefits if
longer than twelve (12) months) or (ii) the length of an Employee’s
continuous employment, if the Employee is recalled into employ-
ment or placed by the JSF; and during a sick leave of up to twenty-
four (24) months.

(c) Classification seniority shall accrue during the periods
specified in (b) above and during the time an Employee works in a
specific job classification.

(d) Temporary Employees, as defined in Article VIII, shall
have no seniority during the first three (3) months they occupy the
status of temporary Employees, but if employed longer than three
(3) months or should any temporary Employee become a perma-
nent Employee, then his/her seniority shall be retroactive to the
date of employment except as otherwise provided in Section 4(c)
hereof.

(e) Part-time Employees who are regularly scheduled to
work three-fifths (3/5) or more of the regular work week applica-
ble to their job classification shall accrue seniority as set forth in
(a), (b) and (c) above. Part-time Employees who are regularly
scheduled to work less than three-fifths (3/5) of the regular work
week applicable to their job classification (except those employed
as of June 30, 1974, whose semorlty shall be governed by the pro-
visions of the conitract expiring June 30, 1974, or such other appro-

priate expiration date as provided in' subséction 2 of Article XLIII)
shall accrue seniority in accordance with the following formula:*
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Length of Service X Straight time hours paid
Number of hours constituting the

regular work week

For purposes of computing vacation entitlement, however, all part-
time Employees shall accrue seniority as set forth in (a), (b) and (c)
above.
3. Loss of Seniority.
An Employee’s seniority shall be lost when he/she:
" (a) Terminates voluntarily.

(b) Is discharged for cause.

(c) Willfully exceeds an official leave of absence.

(d) Islaid off for (i) a period of twelve (12) consecutive months
(or the period of JSF benefits if longer than twelve (12) months) or
(ii) a period exceeding the length of the Employee’s continuous ser-
vice, whichever is less.

(e) Fails to return to work on a recall from layoff, within a
reasonable time after the Employer has sent notice to him/her to
return by letter or telegram to the last address furnished to the
Employer by the Employee, unless the Employee has a valid reason
for inability to respond.

4. Application.

(a) Bargaining unit seniority shall apply in the computation
and determination of eligibility for all benefits where length of ser-
vice is a factor pursuant to this Agreement and to layoff, recall, dis-
placement, lateral transfers and promotions.

(b) Classification seniority shall apply for scheduling of vaca-
tions as herein provided.

(c) Employees specifically covered by this Agreement as set
forth in the stipulations referred to in Article I, Section 1(a), more
than fifty percent (50%) of whose pay is charged to a special or
non-budgetary fund and who are informed at the time of their
hire or at the time of transfer that their employment is for a special
non-budgetary or research project and subject to this provision,
shall, for the purposes of layoff, be considered to have bargaining
unit seniority which may be exercised only within the project or
grant to which assigned. Such Employees shall be considered to
have bargaining unit seniority for purposes of transfer or recall to a
vacant position outside of the special project, provided in each case
that the Employer determines that the Employees retained or
recalled have the ability to do the work. Such determination by the
Employer shall not be arbitrary. Employees, fifty percent (50%) or
more of whose pay is charged to an Employer’s budget shall be
considered as having seniority on that basis and not under a grant:
The layoff, émployment security, displacement and recall rights of
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Employees whose pay is partially or wholly from an externally
funded grant or program who had completed twenty-four (24)
months of membership in an 1199 bargaining unit at their
Employer as of January 1, 2002, are as set forth in Art. IXA(A)(7).
Effective May 1, 2008, the January 1, 2002 date in the preceding
sentence shall be January 1, 2005.

5. Layoff.

(a) In the event of a layoff within a job classification or group,
probationary Employees within that job classification, or group
(where applicable) shall be laid off first without regard to their indi-
vidual periods of employment. Non-probationary Employees shall
be the next to be laid off on the basis of their bargaining unit seniority.

(b) A non-probationary Employee shall not be laid off if, at
the time of the prospective layoff, temporary or agency employees
are being utilized in the Employee’s classification or group (where
applicable) and the Employee accepts the same assignments and
schedule as the temporary/agency employee(s) in lieu of layoff. At
the time of layoff, it shall be the Employee’s option to accept such
assignment or to exercise rights under the layoff and recall provi-
sions of this Article and under Article IXA (Job Security). If the
Employee accepts such assignment, the Employee is not laid off and
remains an Employee with recall rights commencing from the date
the Employee starts such assignment.

The Employer shall use best efforts to consolidate temporary,
agency and less than one-fifth work schedules to create regular posi-
tions for Employees who would otherwise be laid off.

Upon request, at the time of layoff, the Employer shall provide to
the Union an updated schedule of all temporary and agency
employees and one-fifth (1/5) or less Employees in the relevant
classification(s).

(c) In the event an Employee is scheduled to be laid off in
one Department and there exists a vacant position in another
Department which the Employee has the ability to perform, then
bargaining unit seniority shall prevail in assigning such Employees
scheduled to be laid off to such vacant jobs. This provision is not
intended to circumvent paragraph 8 of this Article.

(d) If a part-time Employee has greater full-time equivalent
seniority than a full-time Employee in the same classification who
is to be laid off, the part-time Employee must be willing to accept
full-time employment to continue working.

6. Recall.

(a) Whenever a vacancy occurs, Employees who are on layoff
in that classification or group (where applicable) shall be recalled
in accordance with their bargaining unit seniority. If a vacancy
occurs where no Employee in that classification or group (where




|COLLECTIVE BARGAINING AGREEMENT 23]

applicable) has recall rights, then the laid off Employee with the
most bargaining unit seniority will be recalled if he/she has the
ability to do the work and if not, the next senior Employee will be
recalled, and so on.

{b) Probationary Employees who have been laid off have no
recall privileges.

(c) A part-time Employee on layoff shall have recall rights to
a full-time position only if he/she is willing to work the required
full-time schedule of hours.

7. (a) It is agreed in principle that for the purpose of applying
seniority to recalls and to vacant positions and to layoffs, Employ-
ees in job classifications of similar types and requiring similar skills
shall be grouped together. This provision shall be implemented on
an Employer-by-Employer basis.

(b) The Employer shall use its best efforts to place permanent
Employees designated to be laid off into vacant positions for which
they:are qualified if they can fully perform the job.

- (c)In the event of a layoff of any Employee, there shall occur
only one “bump” in the Employer. The only Employee who may
be bumped by the Employee originally scheduled to be laid off
shall be the Employee with the least bargaining unit seniority who
is in the classification or group (where applicable). An Employee
who is “bumped” shall himself/herself have no bumping rights. In
the event the Employee originally scheduled to be laid off does not
wish to exercise his/her right to “bump” the Employee with the
least bargaining unit seniority who is in the classification or group
(where applicable), such Employee shall be deemed to be laid off.

8. Promotions.

(a) Where a promotional vacancy in a bargaining unit job
occurs, the Employer shall post a notice of such vacancy on the bul-
letin boards it ordinarily uses for notices to bargaining unit Employ-
ees for a period of not less than three (3) working days excluding
weekends and holidays before the vacancy is filled.- Where two (2) or
more Employees are under consideration for such vacancy, the
Employer shall promote the Employee with the greatest bargaining
unit seniority, unless as between or among such Employees there is
an appreciable difference in their ability to do the job. Where an
emeérgency exists, the Employer may dispense with the posting
requirement. Disputes under this provision shall be subject to the
grievance and arbitration provisions of the Agreement.

(b) An Employee who is promoted shall, upon promotion,
receive an increase equal to the difference between his/her prior
rate and the minimum rate for the job into which he/she is pro-
moted or ten dollars ($10.00) per week, whichever is greater (pro-
rated in the case of part-time Employees).
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(c) An Employee who is promoted shall serve the same pro-
bationary period on the new job as a new hire. If he/she is
removed from the new job during the probationary period, he/she
shall be returned to his/her former job, if vacant, or to another
suitable job (vacant or one that will be newly created) on the same
shift as the former job without loss of seniority, pay or other bene-
fits applicable to the former job, excepting that if he/she is dis-
charged, his/her rights shall be subject to Article XXIX (Discharge
and Penalties) of this Agreement.

(d) A bargaining unit job vacancy shall, as to any Employee
under consideration for such vacancy, be deemed a promotion if
the difference in minimum rates between the job occupied by the
Employee and the job in which a vacancy exists is at least five dol-
lars ($5.00) per week, or if the vacancy exists within a job classifica-
tion (for example, a Staff to Senior title, “A” to “B”, “I” to “II”). If the
new job in which the Employee is placed is considered a promotion
under the foregoing provisions, he or she shall receive the guaran-
teed increase as set forth above in paragraph 8(b). If the new job in
which the Employee is placed is not considered a promotion under
the foregoing, the Employee shall receive either his or her present
salary or the minimum rate for the new job, whichever is higher.

9. Lateral Transfer.

(a) Where a vacancy occurs in a bargaining unit job (other
than a promotional vacancy), any Employee with a satisfactory
work record and with at least one (1) year of service in his/her pre-
sent job may request, in' writing, a transfer to fill such a vacancy
provided that the Employee has the necessary qualifications to per-
form the job and provided further that such transfer will not
unreasonably reduce the operational efficiency of any department.
Where two (2) or more Employees.request such transfer in writing,
the Employer shall transfer the Employee with the greatest bar-
gaining unit seniority, unless:as among such Employees there is an
appreciable difference in their ability to do the job.

(b) An Employee who is laterally transferred shall serve the
same probationary period on the new job as a new hire. If he/she
is removed from the new job during the probationary period,
he/she shall be returned to his/her former job, if vacant, or to
another suitable job (vacant or one that will be newly created) on
the same shift as the former job without loss of seniority, pay or
other benefits applicable to the former job, excepting that if he/she
is discharged, his/her rights shall be subject to Article XXIX (Dis-
charge and Penalties) of this Agreement. Additionally, during said
probationary period an Employee shall be returned to his/her for-
mer job upon his/her request, in which event the provisions of the
preceding sentence shall apply.
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ARTICLE IXA
Employment Security and Job Security Fund

. A.Employment Security-Protected Status

1. Effective May 1, 2005, all regular full-time and part-time
Employees who as of January 1, 2002 completed twenty-four (24)
months of membership in an 1199 bargaining unit at their
Employer, shall not be laid off during the term of this Agreement.
Effective May 1, 2008, all regular full-time and part-time Employees
who as of January 1, 2005 completed twenty-four (24) months of
membership in an 1199 bargaining unit at their Employer, shall not
be laid-off during the term of this Agreement. Notwithstanding the
foregoing, effective January 22, 2007, bargaining unit seniority shall
be used to determine the Employment Protection Status of
Employees in bargaining units covered by this Agreement on or
before January 22, 2007. At the request of the Union, on or about
May 1, 2010 the Contract Interpretation and Policy Committee
(“CIPC”) shall review whether the January 1, 2005 and May 1, 2008
protected status dates shall be advanced. Such review shall not be
sub)ect to arbitration. In the event an Employer raises a substantial
issue over the number of its protected bargaining unit Employees
(e.g., more than 75% of the Employees in a department or area are
protected) the issue may be referred to CIPC, but shall not be sub-
ject to its arbitration process. This provision shall not apply in the
event that an institution is closed. If an externally funded grant or
program or an HHC affiliation is discontinued, or if its funding is
reduced, the provisions of Section 7 or Section 8 below will apply.
’ 2. Periods of (a) part- -time status, (b) paid or unpaid LOA(s),
(c) employment in an externally funded grant or program, and/or
(d) non-bargaining unit status during an Employee’s twenty-four
(24) month period of membership in an 1199 bargaining unit at
his/her Employer, does not disqualify such Employee from protected
status, provided the Employee otherwise qualified under section 1
above, except that an Employee on an unpaid LOA on January 1,
2002 must have returned to work at the end of the LOA and worked
for a period of ninety (90) days following such return. Effective May
1, 2008, the January 1, 2002 date in the preceding sentence shall
become January 1, 2005.

3. In the event the Employer transfers an Employee covered
by the employment guarantee to a lower rated position or reduces
his/her hours, the Employee’s base weekly salary will not be reduced

" during the term of this Agreement. As apphed to part-time

Employees, this salary guarantee means that the Employee’s annual
actual hours, excludmg overtime, shall not be reduced below such

hours for’ the' twelve (12) ‘month period ending December 31, 2003
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nor shall the Employee’s current hourly rate, as modified by Article
X, sections 1(a) and (b) (Wage Increases) be reduced. .

4. Inthe event that an institution is faced with a severe eco-
nomic downturn placing that institution in jeopardy of closing
and requiring the reduction of its staff, the issue of appropriateness
and number of lay-offs will be determined by the CIPC named in
Article XXXIB of this Agreement in accordance with all of the pro-
cedures set forth therein. In such event, the laid off Employees
shall be covered by all of the provisions of the Job Security Fund.

5. The institution shall continue to have the right to train or
retrain its Employees, including those covered by paragraph 1 above.

6. During the term of this Agreement, the Employer will not
remove or initiate any proceeding to remove, any Employee or
classification from a bargaining unit covered by this Agreement as
of the execution of this Agreement based upon an application of
the NLRB decision in Qakwood Healthcare Inc., 348 NLRB No. 37
(2006) to the current job duties of the Employee or classification.

7. Externally Funded Grants or Programs

(a) Employees who otherwise meet the criteria for pro-
tected status whose pay is less than one hundred percent (100%)
externally funded by a grant or program have full protected status
under this Article IXA(A).

(b) Employees who otherwise meet the criteria for pro-
tected status and whose pay is one hundred percent (100%) exter-
nally funded by a grant or program, may be laid off with recall
rights of up to two (2) years (or the length of JSF eligibility
whichever is greater) in the event of a partial or full loss of funding
from the grant or program. The savings to the grant or program
from such layoffs shall not exceed the loss in external funding,.

(i) If there is an available vacant position* outside
the grant or program in the Employee’s classification or group
(where applicable), the Employee must accept that position or be
laid off. If there is no such position, the Employee may bump the
Employee with the least bargaining unit seniority in the Employee’s
classification or group (where applicable), excluding Employees
workmg under any other externally funded grants or programs.

(ii) The Employee will maintain his/her salary if
placed in the same job classification or group (where applicable).
Where the Employee chooses to accept or bumps into a lower job
classification his/her salary will be reduced by the difference
between the two minimum rates. The Employee will retain his/her
seniority and__accrued time off benefits.

*The phrase “av;i:léble vacant position” in the externally funded grants or programs ~ °

provision includes bargaining unit positions of a merged institution. "’
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(c) The notice provision of Article IX (Seniority) (4)(c)
shall not apply to Employees hired prior to July 1, 1998. Notice
will be provided to those hired or transferred on or after July 1,
1998 in accordance with Article IX(4)(c).

8. HHC Affiliations
. (a) When an HHC Affiliation contract is terminated or
its funding reduced, HHC Affiliation Employees who otherwise
meet the criteria for protected status may be laid off subject to the
following rights (including the JSF extension of benefits):

(i) Employee must accept offer of “rollover” if at
current salary, or be laid off.

(i) If (i) does not apply the Employee shall: (a) be
eligible for a bargaining unit vacancy at the parent institution, its
HHC affiliations or merged institution (Consolidation of Depart-
ments and Mergers Art. IXB) in his/her classification or group
(where applicable), provided the Employee is qualified and is able
to perform the vacant job according to the standards of the new
Employer, (b) maintain his/her salary if placed in the same job
classification or group (where applicable); where the new job is in a
lower classification his/her salary will be reduced by the difference
between the two minimum rates (as in Section 6(b)(ii) above), and
(c) retain seniority rights, accrued time off benefits and have recall
rights at the above institutions for up to two (2) years in the
Employee’s classification or group (where applicable).

(b) The savings to the HHC affiliation from such layoffs
shall not exceed the loss of funding that precipitated the layoff.

9. Displacement

(a) Order of Displacement for protected Employees:

(i) When a job of a protected Employee is elimi-
nated the Employee subject to displacement is the Employee with
the least bargaining unit seniority in that classification on that shift
within that Department. This provision applies only when the dis-
placed protected Employee can exercise the choices set forth below.
(If a displaced Employee is unprotected, his/her rights are gov-
erned by Article IX (Seniority).)

(ii) The displaced protected Employee as defined
above has two options:

(1) The right to take a vacant position in his/her
classification or group (where applicable) which the Employee is
qualified for and can perform.

~ (2) To bump the least senior Employee in the
classification, provided such bumped Employee is qualified for and

: can perform the vacant position. The bumped Employee must
~ take the.vacant position or be laid off.

- Nothing herein diminishes the employment pro-
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tection of a protected Employee, unless he/she refuses a vacant
position hereunder.
(b) Incentive for protected Employees displaced into jobs
that pay at least fifty dollars ($50.00) below former weekly rate:
(i) Choice A - one time offer

(1) Super severance package - subject to budget
cap/allocation determined by the parties and will be made
available to displaced Employees for a limited period of time.

(2) JSF option

(ii) Choice B - arises when offered or after Employee
refuses Choice A.

(1) Retraining. (Employee retains salary of the
job from which he/she was originally displaced - including
increases - and his/her protected status):

A. Employer originated training (if provided)
which will result in an upgrade from the job into which the
Employee was displaced.

B. Retraining opportunity through the TUF
(or JSF) in a program developed by the TUF (or }SF)
Trustees which will qualify the Employee within twelve (12)
months for a job in which employment is available in the
industry, that will be a promotional opportunity for the dis-
placed Employee from his/her present job. Examples of such
programs include but are not limited to:

1. Tuition Assistance (up to six (6) credits per semester)
2. Discrete training programs
3. Scholarships

Pay will be maintained during the retraining program. If the |
Employee fails to successfully complete the program in the
time allotted, his/her salary guarantee will continue; the 1
Employee will not be retrained for the same position if TUF
determines he/she cannot be retrained for that job. If TUF
determines.the Employee is capable of retraining and there
was no “Misconduct” - poor attendance, failure to complete 4
" assignments (or other objective criteria determined by TUF) !
- he/she must then accept retraining to avoid a reduction in
. pay. If TUF determines there was Misconduct, the Employ-
ee’s pay will be reduced to the job rate of the Employee’s cur-
rent position. In the event the Employee fails to successfully
complete the program:a second time, the Employee’s pay
will be reduced to the )ob rate of the Employee s current
position. .
(2) Promotlonal opportumty from dxsplaced job
. (however the Employee will not receive a salary increase unless




'COLLECTIVE BARGAINING AGREEMENT 29|

the new job would be a promotion under Art. 1X 8(d) with
respect to the job from which the Employee was displaced).
Refusal of (1) or (2) of Choice B if offered results in
layoft.
(c) An unprotected Employee whose job is eliminated
shall have layoff rights under Article IX.

B. League/1199SEIU/Health Care Industry Job Security Fund

1. The Union and the League agree to continue the 1199 Job
Security Fund program in order to place Employees threatened
with layoff in vacancies and retrain those who cannot immediately
be placed.

i. 2. In the event that a layoff cannot be avoided, this program
is intended to assist the institution in retaining trained Employees
within the League regardless of the circumstance of any particular
League member. All regular full-time Employees who have com-
pleted their probationary period and part-time Employees as set
forth below shall be eligible for this program. In no case, however,
shall an. Employee be entitled to supplemental income for a period
longer tham his/her length of employment.

3. Part-time Employees who have completed their proba-
tionary period will be covered by the Job Security Fund.in the
event of lay-off, provided the following:

(a) A part-time Employee must be eligible to receive
unemploymernt insurance. All part-time Employees eligible to.
receive unemployment insurance who are laid off are eligible for
Job Security funding provided they have served for a minimum of
ninety (90) days and have worked a minimum of seven (7) hours
per week (35 hour work week) or seven and one-half hours (37-
1/2 hour work week). Laid off part-time Employees who satisfy all
the conditions set forth at subsection 6(a) of this Article IXA(B)
shall be eligible for Job Security payments until the expiration of
this Agreement, or for two (2) years, whichever is greater, but not
to exceed the period of the Employee’s continuous service.

(b) Any part-timer who is laid off and is not eligible to
receive Job Security payments will be entitled to participate in the

- hiring process.

4. (a) The JSF will be financed by an Employer contribu-

' tion-equal to one-quarter percent (.25%) of gross payroll of the

Employees for the preceding month exclusive of amounts earned
by the Employees during the first two (2) months following the
beginning of their employment.

(b) If the Fund balance reaches a five million dollar (35
million) level for League institutions the requirement to pay one-
quarter percent (.25%) of gross payroll shall be discontinued and
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shall only be re-instituted if the amount falls below five million
dollars ($5 million).*

(¢) During the period of this Agreement, if the assets of
the JSF fall below one million dollars ($1 million) an amount equal
to one (1) month of PF contributions shall be paid to the JSF and
no contribution will be required to be made to the Pension Fund
in that month.

(d) The JSF contribution shall be diverted to the TUF as
provided in Exhibit E to this Agreement (pp. 110-112).

5. The Job Security Program will be implemented in the fol-
lowing manner:

(a) Institutions which, for economic or other reasons,
must retrench Employees in any title represented by the Union
agree to provide thirty (30) days notice.

(b) Every affected Employee will be immediately referred
to the JSF for evaluation and counseling. Any affected Employee
shall have the right to a vacant job in the same classification or
group (where applicable) in any League institution.

{(c) During the notice period, the institution will make
every effort to find comparable employment at the institution.

(d) Once the JSF and the Union have been advised of a
layoff at any member institution, and the JSF has so advised other
League institutions, no member institution may hire into that title
without first allowing the JSF to make the job available to Employ-
ees subject to layoff. If there is more than one job available in a
classification, an Employee may choose where to be placed. If
more than one Employee selects a job, Employees shall be placed in
seniority order.

(e) Employees who are placed in another member insti-
tution shall retain their recall rights and their seniority for the pur-
poses of benefit entitlement.

(f) During the notice period the Employee will be entitled
to attend any interviews scheduled by the Placement Service w1thout
loss of pay. ‘
(g) If the Employee is not hired during the notice period,
he or she will be referred to the JSF for evaluation and placement
in an appropriate training program if applicable.

(h) A laid off Employee who complies with the rules and
regulations of the JSE, including participation in training as deter-
mined by the JSF Trusteés,shall (1) be entitled to receive Supple-
mental Unemployment Bénefit (SUB) payments and benefits, and

*This provision shall be suspended for the duration of this Agreement (July 1,2007
through September 30, 2011), provided however that in the event the cap is
reached, CIPC shall determine whether, and if so where, the 0.25% contribution
shall be diverted.
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(2) retain industry placement rights as well as recall rights to
his/her own institution for the length of time the Employee is eli-
gible for JSF benefits, but not to exceed the period of the
Employee’s continuous employment. (See paragraph 6(a) below.)

(i) If Employees in the Job Security Fund are required to
take an available position on a shift which presents a serious hard-
ship; they may.appeal such requirement to the Trustees of the Job
Security Fund. An Employee in training through the Job Security
Fund, who is required to take a vacant position in the industry,
may seek approval to continue training until such training is com-
pleted from the Fund Director, with the approval of the Trustees.

(i) In no case will the training program be scheduled to
last longer than one (1) year except (i) when the Employee has
been admitted to a regular Training and Upgrading Fund Techni-
cal or Professional Training and Upgrading Program; or (ii) the
JSF Executive Director may approve training for up to two (2)
years where she/he determines such training is necessary to make
the individual re-employable in an appropriate job.

(k) It is the intent of the Job Security. Program to sub-
stantially supplement the unemployment income received by a laid
off worker who is attending a training program to the maximum
extent available from the designated funds as determined under
Section 6(a) of this Article.

(1) In the event a major facility, affiliation contract or
grant program closes or terminates, the availability and amount of
this stipend benefit shall-be determined by CIPC.

(m)No Employeé facing layoff or actually unemployed
will be required to take a job at an institution farther than the
greater of (i) onie“(1) hour (average NYC travel time) from his/her
home; or (ii) his/her average commuting time to the job from

" which he/she was laid off.

(n) If an Employee refuses to take a job within reasonable

travel time of his/her home, he/she shall be removed from the

industry-wide pool and be precluded from receiving Supplemental
Unemployment Benefits, but shall retain full recall rights to his/her
own institution.
~ (0) An Employee hired under this program will serve a
thirty (30) day probationary period.
(p) The severance pay of an Employee laid off under this

* program who is hired by another institution with no break in ser-

vice will be paid to the hiring institution. If such an Employee is

" laid off within one (1) year and hired by another institution with

no break in service, his/her severance pay will be paid to the hiring

* institution.
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(q) The Union and the League will seek the assistance of
the New York State Departments of Labor and Health, the New
York City Department of Employment and the US Department of
Labor to help fund the education and training and re-training
components of the Job Security Program.

(r) Other 1199 Employers may join the program if they
agree to the above conditions subject to the approval of the League
and the Union.

(s) Anything to the contrary herein notwithstanding, for
purposes of the mandatory placement provisions of this Article
only, the terms “member institution,” “institution,” “League institu-
tions” or “Employer” shall include, in addition to Employers par-
ticipating in the program pursuant to collective bargaining
agreements with 1199, any other employer which has entered into
a subscription agreement with the LMI Fund agreeing to parallel
reciprocal placement rights.

6. In order to implement the job security provisions set
forth in paragraphs 1 through 5 of this Article, the League and the
Union have agreed to the following provisions supplementing
paragraphs 1 through 5.

(a) Economic Provisions

Under the Job Security Program, a laid off Employee
will be entitled to up to eighty percent (80%) of his/her salary and
health coverage for him/herself and his/her family under the NBF
under the same conditions that prevail in the present Agreement, as
determined by the Contract Interpretation and Policy Committee
in accordance with the procedures set forth in Article XXXI(B),
provided that the maximum period of time for which any covered
Employee may receive JSF payments and benefits shall be until the
expiration of the Agreement, or two (2) years, whichever is greater,
but not to exceed the period of the Employee’s continuous service,
unless he/she fails to pursue JSF referrals, refuses to enroll in JSE
recommended training, or turns down appropriate job offers, at
which time the Executive.Director may terminate benefits. The
League and Union hereby direct the Administrator to promulgate
appropriate rules to ensure full compliance with. JSF regulations.

(i) The amount of the SUB under tl'us Article IXA(B)
will be determined in accordance with the followmg schedules,
unless modified by the Trustees of the JSE.
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(1) Full-Time Employees
Weekly Amount of SUB Weekly Amount of
(While NYS Unemployment SUB (After NYS

Ins: payments Unemployment Ins.
Average weekly pay  are being received) payments cease)
less than $600 " $100 $325
$600 but less $750 $125 $‘350
$750 c;r more l$150 $375

(2) Part-Time Emmployees _
FIRST: Determine the full-time SUB benefit for the
Employee’s position using the chart in subparagraph
(1) above.
SECOND: Multiply the applicable full-time SUB payment by this
ratio: -
Average weekly pay

Full-time minimum weekly
rate for Employee’s position

(3) The SUB for a part-time Employee shall not exceed
the SUB payable to a full-time Employee laid off from the same
position. If the average weekly earnings of a part-time
Employee exceed the full-time minimum weekly rate for his/her
position, he/she shall receive SUB benefits calculated under sub-
paragraph (1) above.

(4) SUB payments shall commence when monies from
unemployment insurance, severance and accrued leave benefits
(e.g., vacations, holidays, accrued sick leave where provided by
past practice, etc.) cease to replace one hundred percent (100%)
of the affected Employee’s pre-layoff weekly salary on an after-
tax (adjusted for FICA) basis.

(5) For the purposes of this paragraph 6(a) only, average
weekly pay shall mean the Employee’s gross pay averaged over
the prior fifty-two (52) weeks or period of his/her employment
if less than fifty-two (52) weeks.

(ii) National Benefit Fund Coverage

Coverage under the National Benefit Fund
(NBEF) will be provided by the JSF for up to the duration of the
Agreement or up to two (2) years whichever is longer, pursuant to
this paragraph 6(a) of Article IXA(B). JSF payment for NBF cov-
erage will commence when NBF coverage would otherwise cease
due to layoff so that there is no break in coverage for the Employee
and dependents. The JSF shall pay the NBF at the current
Employer contribution percentage based on the individual’s aver-
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age weekly pay at the time he/she was laid off.
(b) Administration of Job Security Fund

(i) The Trustees of the JSF, in addition to the monies
received from Employers, shall attempt to secure such additional
funds as may be available from public or other private sources. In
addition, the Trustees shall seek community cooperation in such
programs.

(ii) The JSF shall set up a completely separate job
security program for other employers who agree to contribute to
the JSF, provided there is a total and complete legal segregation of
funds and entitlement to monetary and other job security benefits
to be provided or administered by the JSE.

(iii) The League shall be entitled to designate nine (9)
JSE trustees, two (2) of whom will be from Employers who are not
members of the League but are in the League Pool of the JSF and
one of whom shall be from the Archdiocese. Other employers who
are not in the League Pool will have the right to elect up to two (2)
trustees with authority limited to dealing with the benefits to be
provided to Employees of such other employers. The Union shall
be entitled to designate nine (9) trustees to correspond to the nine
(9) designated by the League, and two (2) trustees to correspond to
the two (2) designated by other employers.

(c) Other Provisions
(i} Job Classification, Minimums, Grouping and
Right to Vacant Positions
(1) In accordance with the provisions below,
there shall be mandatory hiring if an Employee is in the same
classification or group, subject only to probationary period for
evaluating performance (see subparagraph (vi), below) and
providing on-the-job training as necessary.

The right of an affected Employee to a vacant job in the same
classification or group in any League institution under subsec-
tion (5)(b) of Article IXA(B) means the right to a vacant job in
either the same job classification if it exists at the other League
institution, or group where applicable, under subparagraphs (2)
or (3) below. Employees shall be accorded the same orientation
provided to new hires in that classification. Job classification
includes job title and job description which, in turn, includes
duties and minimum qualifications and requirements.

An Employee must meet the minimum qualifications and
requirements of the vacant job which the new Employer applies
to promotions and new hires, except the requirement of a high
school diploma or its equivalency for Entry Level Jobs. Entry-
Level Jobs means job classifications with full-time minimum
weekly rates of pay no greater than five dollars ($5) above the
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lowest full-time minimum weekly rate under this Agreement.
Also, Employees shall be accorded the same orientation provided
to new hires in that classification.

(2) The following two (2) League-wide job classifi-
cation groupings shall apply to all Employers for Job Securlry
Fund purposes.

+ All entry level non-skilled )obs:_Umform ser-
vice/maintenance; including but not limited-to the:follow- .
ing: Housekeeping, waxer and stripper, dietary worker,
dietary clerk, potwasher, cook’s helper, central supply atten-
dant, soiled laundry handler, laundry worker, mailroom

" clerk, groundskeeper, presser, washer, painter’s helper, car-
* penter’s helper, trades’ helper.

* Uniform clerical entry jobs and clerical jobs
whose minimum rate is twenty dollars ($20). or less above
the entry level minimum; i.e., clerk, clerk typist, mail room
clerk, admitting clerk, receptionist, ward clerk, accounting
clerk, etc., except those requiring specialized skills.

The League and the Union agree to meet to pre-
pare appropriate modifications to the above lists.

(3) In addition; an affected Employee shall also have
the right to a vacant job which, by past practice, an Employer
has previously grouped with the Employee’s job classification
for such Employer’s purposes of layoff and recall, except where
such other job classification has since been materially modified
in a way that renders the prior grouping inappropriate. These
groupings shall be memorialized in writing on a hospital-by-
hospital basis by March 31, 2000.

(4) An Employer may not hire into a vacancy in the
same job classification or grouped job classification (where
applicable) without first allowing the JSF to make the job avail-
able to Employees subject to layoff. The Employer shall be
deemed to have made the job available to the Employees subject
to layoff if after notification from the JSF it affords the JSF seven
(7) working days from the time it notifies the JSF of a vacancy
to refer applicants before it hires from other sources. With
respect to any given job vacancy, there shall be only one seven
(7) working day period during which the Employer may not
hire from other sources. However, Employees in the same job
classification who become subject to layoff shall have the right
to such vacant job during the seven (7) working days immedi-
ately following the foregoing seven (7) working day period
unless the Employer has made a commitment to hire another
individual for such vacancy before the Employee is referred to
the Employer by the JSE.
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The parties shall designate an arbitrator to resolve disputes,
on an expedited basis, grieving alleged violations of the “manda-
tory match” provisions of subsection 6(c) of Article IXA(B). A
hearing before the arbitrator shall be held within fifteen (15) cal-
endar days after the Union submits the matter to arbitration,
and an award shall be rendered in forty-eight (48) hours.

The Job Security Fund will have full access to all relevant

.information- and cooperation from the Human Resources
Departments and 1199 chapter job committees for maximum
placement of laid off Employees.

(ii) Bumping or Transfer to Vacant Position:

An Employee who refuses a vacancy or refuses or
fails to exercise his/her bumping rights, shall not be covered by the
JSF provisions of this Article IXA(B) provided, however, such cov-
erage shall apply to Employees who fail to bump or accept a
vacancy within their bargaining unit* if the minimum rate for the
new job is more than seven and one-half percent (7.5%) less than
the minimum rate for their current job and to full-time Employees
who decline to bump into or to accept a part-time position. This
paragraph is without prejudice to and shall not be used in any pro-
ceeding interpreting any issues concerning rights and duties under
the layoff and recall provisions of this Agreement (e.g. issues such
as whether the Employee must accept a vacancy to avoid layoff).

(iii) 30 Day Notice of Layoff
i The thirty (30) day notice of layoff provided in
paragraph 5(a) of this Article IXA(B) means that the Employer
must meet the following notice requirements before effectuating a
layoff pursuant to the Job Security Program.
(1) It shall give thirty (30) days notice to the
Union, the JSF and the Employee whose position is being elim-
inated. ,

(2) Within seven (7) working days of the notice
in paragraph (1), the Employer shall notify the Employee of a
suitable vacancy or of his/her bumping rights, if any, and the
Employee ‘must exercise his/her right to bump or fill such
vacancy within two (2) working days or forfeit such right.

(3) Within one (1) working day of the

Employee’s notice that he/she has exercised his/her right to
bump, the Employer shall notify the Employee who has been
bumped that he/she is to be laid off. On the same day, the
Employer shall notify the JSF and the Union of the Employee
who is bumped.

*Bargaining unit means the bargaining unit set forth in the Employer's individual
bargaining units stipulation.
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(4) Notices by the Employer to Employees
under these provisions shall be perfected if the Employer pro-
vides actual notice or sends a telegram or certified letter to the
last known address of the Employee provided, however, that
Employees who are at work shall be given actual notice if prac-

.ticable. .Notices by the Employer to the Union and the JSF shall
be perfected by sending a fax to the JSF and Union. '

: o (5) In no case shall an Employer who gives the
notices provided in paragraphs (1) through (3) above be pre-
vented from effecting a layoff because of failure to meet-any
other notice provision(s) of this Agreement. Any.days of delay
by the.Employer in effecting the notices in paragraphs (2) and
(3) shall be added to and.shall correspondingly extend the

~thirty (30) day notice provided in Section (1).

(iv) Continuation of Training
- A laid off Employee who is offered an appropri-
ate )ob as defined in paragraph (c)(i) may elect to remain in train-
ing until the training program is completed if he/she has:

(1) completed at least one-third (1/3) of the
training program, and

(2) has a commitment for a job upon comple-
tion of the course, or the training program will qualify the
Employee for a market scarce job as determined by the Trustees.

If an Employee is in training and does not meet
the above criteria, he/she may seek approval to continue train-
ing from the Fund Director, with the approval of the Trustees.

(v) Temporary Jobs
_ The Employer shall refer temporary jobs to the JSF
and shall only refer that particular temporary job once. It is under-
stood that the Mandatory Match provisions of this Article only
apply to temporary jobs of at least three (3) months duration. Itis
further understood that:

(1) an Employee who chooses to take a tempo-
rary job must commit to work for the entire period,

(2) the Employee shall not be entitled to Job
Security Fund rights (including SUB) during the time he/she
occupies the temporary job and the time limit on job security
rights shall be tolled during that period,

(3) when the temporary job ends the Employee
returns back to coverage under the Job Security Fund for the
balance of any Job Security Fund rights due under the JSF, and

(4) the Employee shall lose all Job Security Fund
rights under this Article IXA(B) if he/she leaves the temporary
job before the original commitment ends.
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(vi) Discharge During 30 Day Probationary Period

During orat the end of the thirty (30) day probation-
ary period, the Employer may discharge an Employee referred by
the JSF and such discharge shall not be subject to the Grievance
and Arbitration provisions of this Agreement except as hereinafter
provided. If the Employer asserts that.the discharge was for cause
other than inability to properly perform the job, the Union may
submit within thirty (30) working days a grievance against the
League to CIPC which will hear, decide or arbitrate the case in
accordance with the CIPC rules and timetable. The sole issue for
CIPC or the arbitrator shall be whether the Employee was termi-
nated for cause other than inability to properly perform the job.
The only remedy shall be for the Employee to return to the JSE. If
the termination was for cause, he/she shall forfeit his/her rights
under the Job Security Program. An Employee terminated for
inability to perform shall return to the JSE. The thirty (30) day
probationary period shall apply to all Employees referred by the
JSF during the period they retain industry placement rights.

(vii) Working Days

Working days refers to Monday through Friday,
excluding holidays.

(viii) Job Security Fund Notice Provisions*

Notifier Notifyee Time Allowed Substance

(A) JSE- All hospitals 3 working days Al laid off
from receipt of ~ Employees and
layoft notice their job classi-
from an fications'
Employer

(B) Hospitals JSF 1 workingday  All vacancies in

following (A) or  job classifica-
availability of tion and previ-

vacancy? ously grouped
other jobs avail-
able to JSF
placements
(C) ISF Layoffees 2 working days ~ Make contact;
following (B} counsel
(D) Layoffees JSF 2 working days  Employee must
following (C) make job
selection®

*The Union and the League may review the notice provisions to see if they are
working in conformity with the meaning and intent of this Article IXA(B) and, if
they are not, the parties commit to resolve the matter promptly.
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(E) JSF Specific selected 1 workingday  Notify hospital
hospital from (B) of available
referral; an
interview shall
be conducted
- within the
following 2
~working days
(F) Hospital JSF 1 working day Selection/
from comple- rejection of
tion of (E) referral?
(G) JSF All hospitals 1 working day Of Placement of
from (F) JSF referrals
{(H) Specific JSF 1 workingday  Termination
Hospital Union following event  during probation
(I) JSF All hospitals 1 working day Follow steps in
following (H) A-G above,
unless termina-
tion was for
cause other
than ability to
perform.

'Includes job title, essential duties, qualifications and requirements.
Notices by the JSF to the Employer shall be perfected by sending a
fax to the Employer.

?From time job is available to outside hires (after hospital recalls,
transfers, promotions, shift changes, etc.).

Employer shall afford the JSF seven (7) working days from notice
in (B) to refer applicants for the vacancy before it hires from the
outside.

*>The layoffee may visit the institution{s) at which appropriate jobs
are available.

*E.g., if the individual does not meet minimum qualifications.
Acceptance may be conditioned on passage of a physical.
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. ARTICLE IXB
CONSOLIDATION OF DEPARTMENTS AND MERGERS

1. When institutions consolidate departments in separate loca-
tions which are represented by 1199, the following terms shall
apply to Employees of the affected departments:

(a) Employees transferred from one location to another shall
carry their bargaining unit seniority.

(b) Employees shall be eligible for vacancies and promotional
opportunities in the consolidated department(s) based upon their
bargaining unit seniority.

(c) Employees shall carry their protected status from one
location to another.

(d) An Employee who transfers as the result of a department
consolidation shall suffer no reduction in base weekly salary. In
addition, he/she shall receive contract increases in base weekly rate.
Step increases shall be up to the amount(s) which bring the
Employee to the pay step for someone of his/her experience at the
new location.

(e) The Employee shall retain all time off accruals (e.g. sick,
vacation, personal, holiday).

(f) Except as provided above, Employees transferred from
one location to another shall be bound by the terms and condi-
tions applicable at the new location.

(g) If there are differences in terms and conditions among
the current locations, and a new location is established, the parties
shall negotiate which of these terms and conditions apply at the
new location. ) )

2. An Employee who would be laid off shall be eligible for
placement and/or recall into a bargaining unit vacancy, after inter-
nal transfers, promotions and recall rights, if any, at a merged insti-
tution. The placement of an Employee subject to layoff shall be for
a vacancy in the same classification or group (where applicable)
which is part of the bargaining unit at the institution where the
vacancy exists. In addition, the Employee must be qualified and
able to perform the vacant job according to the standards at the
institution where the vacancy exists. An Employee who is placed
into a job pursuant to this provision shall carry his/her bargaining
unit seniority, time off accruals and recall rights, and will suffer no
reduction in base weekly salary. Step increases shall be up to the
amount(s) which bring the Employee to the pay step for someone
of his/her experience at the new location.
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ARTICLEX
Wages and Minimums

1. Wage Increases
(a) Effective December 1,2007, each Employee on the payroll

on that date and covered by this Agreement shall receive an
increase in his/her base weekly rate of three percent (3%) of
his/her November 30, 2007 base weekly rate.*

(b) Effective December 1, 2008, each Employee on the payroll
of the Employer on that date and covered by this Agreement shall
receive an increase in his/her base weekly rate of three percent
(3%) of his/her November 30, 2008 base weekly rate.

(c) Effective December 1, 2009, each Employee on the payroll
of the Employer on that date and covered by this Agreement shall
receive an increase in his/her base weekly rate of three percent
(3%) of his/her November 30, 2009 base weekly rate.

(d) Effective December 1, 2010, each Employee on the payroll
of the Employer on that date and covered by this Agreement shall
receive an increase in his/her base weekly rate of three percent
(3%) of his/her November 30, 2010 base weekly rate.

2. Minimum Rates of Pay

(a) The full-time minimum weekly rates including step min-
imum rates for all job classifications shall be increased by the
across-the-board increases provided in 1(a) through (d) above.

(b) Each League member shall provide longevity increases to
Nursing Attendants, Senior Nursing Attendants and Ward Clerks

"(or comparable job titles which are used instead of such titles) as
follows:

(i) ten (10) or more years of service at the Employer - ten
dollars ($10.00) per week added to the Employee’s base weekly rate;

(ii) twenty (20) or more years of service at the Employer -
an additional ten dollars ($10.00) per week added to the
Employee’s base weekly rate for a total of twenty dollars ($20.00)
after twenty (20) years; and

(iii) in the future all Employees in the foregoing categories
shall be entitled to the aforesaid longevity increases upon reaching
the appropriate years of service.

(c) The lowest full-time minimum weekly rate shall be:

Effective December 1, 2007 ($603.54) per week,
Effective December 1, 2008 ($621.65) per week,
Effective December 1, 2009 ($640.30) per week,
Effective December 1, 2010 ($659.51) per week

*This is the three percent (3%) wage increase originally scheduled for July 1, 2007.
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(d) Employees hired on and after December 1, 2007 shall
receive, during the first year of employment, a base weekly rate
which is three percent (3%) less than the minimum weekly rate for
his/her job classification. During the probationary period,
Employees shall receive twenty dollars ($20) per week less than the
base weekly hiring rate applicable to their classification (increased
by the amount of any across-the-board wage increase effected dur-
ing their first year of employment).*

3. The minimum rates for each individual Employer shall be
contained in a stipulation (Stipulation II) between each Employer
and the Union to be annexed hereto. Set forth below, are the uni-
form job titles and uniform minimum rates.

4. Employees when required to work at a higher rated bargain-
ing unit job, shall be paid their rate or the rate for the other job,
whichever is higher, after a total of five (5) days work in such
higher classification in each contract year.

5. Wherever in this Agreement the phrase “regular pay”
appears, it shall be deemed to include shift and specialty differen-
tials, but shall exclude overtime and on-call pay.

6. For those jobs with experience steps, the Employer shall rec-
ognize recent, relevant hospital or nursing home experience in the
industry in the same job in determining the applicable step.

7. Social Workers who are required to use their own automo-
biles in the performance of their duties shall receive not less than
the mileage allowance provided to other Employees of the
Employer.

8. (a) The Employer shall nge the Union thirty (30) days notice
in writing of its intention to institute a new job classification or sub-
stantially modify an existing job classification (e.g., by combining
jobs or restructuring existing jobs, etc.). The Union may request a
meeting to discuss the Employer’s proposal including the proposed
wage rate. If the parties disagree about job content or wage rates,
the Emiployer and Union may invoke a facilitation process (as pro-
vided in Article XLII(1)(a)(ii) ). If there is djsagreement on the pro-
posed wage rate, the Union may submit that issue to third step
grievance and arbitration under Articles XXXI and XXXII within
sixty (60) days of receiving the Employer’s thirty (30) days notice.
The Union will use its best efforts to request the meeting within
thirty (30) days of said notice. It is expressly understood and
agreed, however, that neither the Union nor any Employee may

*If an extension of the probationary period is agreed to by the Union, the Employee
shall continue to receive twenty dollars ($20) per week less than the hiring rate for
his or her job classification for the duration of such extension or one (1) month,
whichever is less. After one (1) year of employment, no Employee shall receive less
than the minimum for hisor her job classification.
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grieve or arbitrate with respect to the content or description of any
such job or job classification. In no event shall these procedures
delay implementation of the Employer’s proposal.

(b) If it is claimed by the Union that the Employer has insti-
tuted a new job classification or substantially modified an existing
job classification without providing the notice required above the
Union may process a claim for change in the job rate for such classi-
fication in accordance with the provisions of Articles XXXI and

- XXXII of the Agreement provided, however, that it is expressly
understood and agreed that neither the Union nor any Employee
may grieve or arbitrate with respect to the content or description of

. any such job or job classification.

9. Employees shall receive paychecks during their regular work
shift on payday.

10. Notwithstanding any other provision of this Agreement, it
is understood and agreed that any Employee who, as of June 30,
1974, has been certified by the City of New York as a Clinical Tech-
nologist and is working as a Laboratory Technician shall, effective
July 1, 1974, be classified as a Laboratory Technologist I and paid at
the minimum rate provided in that agreement for such job classifi-
cation. Except to the extent that the prior practice of a particular
institution is to the contrary, there shall be no further automatic
advancements from Technician to Technologlst other than those
set forth in this paragraph.

11. Employees who work thirty- five (35) hours per week and
are displaced to a position with longer weekly hours (e.g. 37.5) will
receive additional pay at their former hourly rate for the additional
hours worked.. Employees who are-displaced to positions with
fewer hours will retain their weekly rate of pay.



ALPHABETICAL UNIFORM JOB TITLES AND UNIFORM MINIMUM.RATES

December 1, 2007 December 1, 2008 December 1, 2009 December 1, 2010
Hiring Minimum Hiring Minimum Hiring Minimum Hiring Minimum
CLASSIFICATION Rate Rate Rate Rate Rate Rate Rate Rate
Cashier-dietary......... PP 585.43 603.54 603.00 621.65 621.09 640.30 639.72 659.51
Cook'shelper............... 600.13 618.69 618.13 637.25 636.68 656.37 655.78 676.06
Dietaryelerk. ............... §75.27 593.06 592.52 610.85 610.30 629.18 628.62 648.06
Dietaryworker . ............. 575.27 593.06 592.52 610.85 610.30 629.18 628.62 648.06
Firsteook.................. 741.57 764.50 763.82 787.44 786.73 811.06 810.33 835.39
Housekeeping worker ......... 575.27 593.06 592.52 610.85 610.30 629.18 628.62 648.06
- Laundry worker Il . ......... L. 585.43 . 603.54 603.00 621.65 621.09 640.30 639.72 659.51
Laundry worker 1. ......... ver 575.27 593.06 §592.52 610.85 610.30 629.18 628.62 648.06
Lead dietaryworker. . ......... 594.21 612.59 612.04 630.97 630.40 649.90 649.32 669.40
Lead Housekeeper. . .......... 594.21 612.59 612.04 630.97 630.40 649.90 649.32 669.40
Nursing attendant . . .......... §75.27 593.06 592.52 610.85 610.30 629.18 628.62 648.06
Potwasher................. 575.27 593.06 592.52 610.85 610.30 629.18 628.62 648.06
Presser ................... 585.43 "603.54 603.00 621.65 621.09 640.30 639.72 659.51
Second cook. . . .. e 684.99 706.18 705.55 721.37 726.711 749.19 748.52 771.67
Senior nursing attendant . . ... .. 594.21 612.59 612.04 630.97 630.40 649.90 649.32 669.40
Sewing machine operator. ... ... 585.43 603.54 603.00 621.65 621.09 640.30 639.72 659.51
Soiled laundry handier. . ....... 576.64 . 504.47 593.93 612.30 611.75 630.67 630.10 649.59
Third cook/special order cook. . . . 647.28 667.30 666.70 687.32 686.70 707.94 707.30 729.18
Wardeclerk . ................ 579.57 597.49 596.95 615.41 614.85 633.87 633.30 652.89
Washer ................... 606.47 625.23 624.67 643.99 643.41 663.31 662.71 683.21
Waxerstripper . ............. 585.43 603.54 603.00 621.65 621.09 640.30 639.72 659.51
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ALPHABETICAL UNIFORM JOB TITLES AND UNIFORM MINIMUM RATES

December 1, 2007

December 1, 2008

December 1, 2009

December 1, 2010

Hiring Minimum Hiring Minimum Hiring Minimum Hiring Minimum

CLASSIFICATION Rate Rate Rate Rate Rate Rate Rate Rate

Ambulance attendant. .. ....... 591.25 609.54 609.00 627.83 627.26 646.66 646.08 666.06
Ambulance driver ............ 600.13 618.69 618.13 637.25 636.68 656.37 655.78 676.06
Ambulance driver/attendant . . . . . 703.89 725.66 725.01 747.43 746.75 769.85 769.16 792.95
CdrpenterA ................ 744.66 767.69 767.00 790.72 790.01 814.44 813.70 838.87
CarpenterB . ............... 684.99 706.18 705.55 721.37 726.M 749.19 748.52 771.67
Carpenter's helper. . . ......... 612.711 631.66 631.09 650.61 650.03 670.13 669.52 690.23
Central supply attendant . ... ... 575.27 593.06 592.52 610.85 610.30 629.18 628.62 648.06
ElectricianA................ 766.71 780.42 789.1 814.13 813.39 838.55 837.80 863.71
ElectricianB................ 707.00 728.87 728.22 750.74 750.06 773.26 772.57 796.46
Electrician's helper . . . ........ 612.711 631.66 631.09 650.61 650.03 670.13 669.52 690.23
Engineer - two licenses if required 1106.38 1140.60 1139.58 1174.82 1173.76 1210.06 1208.97 1246.36
Fireman................... 653.56 673.77 673.16 693.98 693.36 714.80 714.15 736.24
Groundskeeper .. ............ 591.25 609.54 609.00 627.83 627.26 646.66 646.08 666.06
Incinerator Attendant. . . ....... 628.19 647.62 647.04 667.05 666.45 687.06 686.44 707.67
Lead Carpenter. . ............ 791.80 816.29 815.56 840.78 840.02 866.00 865.22 891.98
Lead Electrician . ............ 835.84 861.69 860.91 887.54 886.74 914.17 913.35 941.60
Lead Painter. ............... 738.38 761.22 760.54 784.06 783.35 807.58 806.86 831.81
Lead Plumber............... 807.48 832.45 831.70 857.42 856.65 883.14 882.34 909.63
Maintenance mechanic ... ..... 707.00 728.87 728.22 750.74 750.06 713.26 772.57 796.46
Maintenance worker . ......... 625.29 644.63 644.05 663.97 663.37 683.89 683.28 704.41
Mason-plasterer . ............ 728.96 751.51 750.84 774.06 773.36 797.28 796.56 821.20
Morgue attendant . ........... 618.98 638.12 637.54 657.26 656.67 676.98 676.37 697.29
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ALPHABETICAL UNIFORM JOB TITLES AND UNIFORM MINIMUM RATES

December 1, 2007 December 1, 2008 December 1, 2009 December 1, 2010
B Hiring Minimum Hiring Minimum Hiring Minimum Hiring Minimum
CLASSIFICATION Rate Rate Rate Rate Rate Rate Rate Rate
_. Mator vehicle operator. . ... .... 600.13 618.69 618.13 637.25 636.68 656.37 655.78  676.06
PainterA.................. 678.69 699.68 699.05 720.67 720.02 742.29 741.62 764.56
PainterB .................. 653.56 673.77 673.16 693.98 693.36 714.80 714.15 736.24
Painter'shelper ............. 612.11 631.66 631.09 650.61 650.03 670.13 669.52 690.23
PlumberA . /. .............. 757.29 780.71 780.01 804.13 803.40 828.25 827.51 853.10
PlumberB ................. 688.16 709.44 708.80 730.72 730.06 752.64 751.96 775.22
Plumber's hefper. . ........... 612.1 631.66 631.09 650.61 650.03 670.13 669.52 690.23
Stationery enginr-one license reqrd 948.91 978.26 977.38 1007.61 1006.70 1037.84 1036.91 1068.98
Trades helper............... 588.35 606.55 606.01 624.75 624.19 643.49 642.91 662.79
Accountingelerk .. . .......... 606.47 625.23 624.67 643.99 643.41 663.31 662.71 683.21
Accounts pay/receivable clerk. . . . 609.59 628.44 627.87 647.29 646.71 666.71 666.11 686.71
Admin/exec/secretary Il ....... 703.89 725.66 725.01 747.43 746.75 769.85 769.16 792.95
Admittingclerk. . ............ 603.24 621.90 621.34 640.56 639.99 659.78 659.18 679.57
Cashier (business office) . ...... 609.59 628.44 627.87 647.29 646.71 666.71 666.11 686.71
Clerk...... PP 575.27 593.06 592.52 610.85 610.30 629.18 628.62 648.06
ClerkAypist. . ... ... ....... 585.43 603.54 603.00 621.65 621.09 640.30 639.72 659.51
Key punch operator . . ......... '594.21 612.59 612.04 630.97 630.40 649.90 649.32 669.40
Mailroomclerk.............. §76.64 594.47 593.93 612.30 611.75 630.67 630.10 649.59
Medical records/coding clerk . . . . 594.21 612.59 612.04 630.97 630.40 649.90 649.32 669.40
Payrollclerk. ............... 615.85 634.90 634.33 653.95 653.36 673.57 672.97 693.78
Receptionist. . .............. 582.52 600.54 600.00 618.56 618.01 637.12 636.54 656.23
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ALPHABETICAL UNIFORM JOB TITLES AND UNIFORM MINIMUM RATES

December 1, 2007 December 1, 2008 December 1, 2009 December 1, 2010
Hiring Minimum Hiring Minimum Hiring Minimum Hiring Minimum

CLASSIFICATION Rate Rate Rate Rate Rate Rate Rate Rate
Registrar . ................. 594.21 612.59 612.04 630.97 630.40 649.90 649.32 669.40
Secretary . ................ 625.29 644.63 644.05 663.97 663.37 683.89 683.28 704.41
Senior secretary/secretary l. . . .. 669.24 689.94 689.32 710.64 710.00 731.96 731.30 753.92
Telephone operator. .......... 609.59 628.44 627.87 647.29 646.71 666.71 666.11 686.71
TypistAranscriptionist (medical) . . 625.29 644.63 644.05 663.97 663.37 683.89 683.28 704.41
TypistAranscriptionist .. ....... 615.85 634.90 634.33 653.95 653.36 673.57 672.97 693.78
ADA dietitian ...............

0-2Years.................. 879.65 906.86 906.05 934.07 933.23 962.09 961.22 990.95
2-4Years . ...........nn. 900.60 928.45 927.61 956.30 955.44 984.99 984.10 1014.54
410Years................. 921.55 950.05 949.19 978.55 977.67 1007.91 1007.01 1038.15
10+ Years.................. 942.50 971.65 970.78 1000.80 999.90 1030.82 1029.89 1061.74
Cardiopulmonary technician. . . . . 738.38 761.22 760.54 784.06 783.35 807.58 806.86 831.81
Certitied respiratory therapy tech . 825.10 850.62 849.86 876.14 875.35 902.42 901.61 929.49
Dental Assistant . . ........... 609.59 628.44 627.87 647.29 646.71 666.71 666.11 686.71
Dental hygienist . .. .......... 694.36 715.83 715.18 737.30 736.64 759.42 758.73 782.20
Dental technician/asstcertified . . . 625.29 644.63 644.05 663.97 663.37 683.89 683.28 704.41
Echocardiograph Technolegist . . . 905.49 933.49 932.65 961.48 960.62 990.33 889.44 1020.04
EEG techniclan . . ............ 684.99 706.18 705.55 721.317 726.71 749.19 748.52 7711.67
EKG technician .. ............ 634.74 654.37 653.78 674.00 673.39 694.22 693.60 715.05
Graduate dietitian. . .......... 779.28 803.38 802.66 827.48 826.73 852.30 851.53 877.87
Graduate pharmagist.......... 776.06 800.06 799.34 824.06 823.32 848.78 848.01 874.24
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ALPHABETICAL UNIFORM JOB TITLES AND UNIFORM MINIMUM RATES

December 1, 2007 December 1, 2008 December 1, 2009 December 1, 2010

Hiring Minimum Hiring Minimum Hiring Minimum Hiring Minimum
CLASSIFICATION Rate Rate Rate Rate Rate Rate Rate Rate
Hemodialysis technician . ...... 694.36 715.83 715.18 737.30 736.64 759.42 758.73 782.20
Histology technicianil......... 741.57 764.50 763.82 787.44 786.73 811.06 810.33 835.39
Histology technician) ......... 710.09 732.05 731.39 754.01 753.33 776.63 775.93 799.93
Infant care technician . ........ 615.85 634.90 634.33 653.95 653.36 673.57 672.97 693.78
Laboratory technicianl ........
0-2Years.................. 740.03 762.92 762.24 785.81 785.10 809.38 808.65 833.66
25Years.................. 751.20 774.43 773.73 797.66 796.94 821.59 820.85 846.24
510Years ................. 765.17 788.84 788.13 812.51 811.78 836.89 836.14 862.00
10-15Years ................ 786.11 810.42 809.69 834.73 833.98 859.77 858.99 885.56
15+Years................. 807.05 832.01 831.26 856.97 856.20 882.68 881.89 909.16
Laboratory technician ll . . ... ...
0-2Years.................. 77212 796.00 795.28 819.88 819.15 844.48 843.72 869.81
25Years . ...l 783.33 807.56 806.84 831.79 831.04 856.74 855.97 882.44
5-10Years................. 797.29 821.95 821.21 846.61 845.85 872.01 871.22 898.17
10-15Years ................ 818.22 843.53 842.77 868.84 868.06 894.91 894.11 921.76
15+Years ................. 839.15 865.10 864.32 891.05 890.25 917.78 916.95 945.31
Laboratory technician Merged . . .
0-2Years.................. 740.03 762.92 762.24 785.81 785.10 809.38 808.65 833.66
25Years.................. 751.20 774.43 773.73 797.66 796.94 821.59 820.85 846.24
5-10Years................. 765.17 788.84 788.13 812.51 811.78 836.89 836.14 862.00
10-15Years ................ 786.11 810.42 809.69 834.73 833.98 869.77 858.99 885.56
15+Years ................. 807.05 832.01 831.26 856.97 856.20 882.68 881.89 909.16
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ALPHABETICAL UNIFORM JOB TITLES AND UNIFORM MINIMUM RATES

December 1, 2007 December 1, 2008 December 1, 2009 December 1, 2010

Hiring Minimum Hiring Minimum Hiring Minimum Hiring Minimum
CLASSIFICATION Rate Rate Rate Rate Rate Rate Rate Rate
Laboratory technofogist ! . . ... ..
0-2Years.........ccvuuinnn 809.85 834.90 834.15 859.95 859.18 885.75 884.95 912.32
25Years.........o it 821.02 846.41 845.65 871.80 871.01 897.95 897.14 924.89
S5-10Years. ................ 834.98 860.80 860.02 886.62 885.82 913.22 912.40 940.62
10-15Years ................ 855.93 882.40 881.60 908.87 908.06 936.14 935.29 964.22
15+Years ................. 876.86 903.98 903.17 931.10 930.26 959.03 958.17 987.80
Laboratory technofogist ll. . ... ..
D-2Years...........counun. 869.89 896.79 895.98 923.69 922.86 951.40 950.54 979.94
25Years........c..aennnnn. 861.08 908.33 807.51 935.58 934.74 963.65 962.78 992.56
S10Years ................. 895.01 922.69 921.86 950.37 949.51 978.88 978.00 1008.25
10-15Years ..........oi..n 915.97 944.30 943.45 972.63 971.76 1001.81 1000.90 1031.86
15+Years ................. 936.91 965.89 965.02 994.87 993.98 1024.72 1023.80 1055.46
Laboratory technologist Merged . .
0-2Years.................. 809.85 834.90 834.15 859.95 859.18 885.75 884.95 912.32
25Years. ......coieeinannn 821.02 846.41 845.65 871.80 871.01 897.95 897.14 924.89
S5-10Years................. 834.98 860.80 860.02 886.62 885.82 913.22 912.40 940.62
10-t5Years ................ 855.93 882.40 881.60 908.87 908.06 936.14 935.29 964.22
15+Years ........ccoeaunnn 876.86 903.98 803.17 931.10 930.26 959.03 958.17 987.80
Laboratory trainee. .. ......... 622.16 641.40 640.82 660.64 660.05 680.46 679.84 700.87
Lead technician - X-ray ........ 1002.32 1033.32 1032.39 1064.32 1063.36 1096.25 1095.27 1129.14
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ALPHABETICAL UNIFORM JOB TITLES AND UNIFORM MINIMUM RATES

December 1, 2007 December 1, 2008 December 1, 2009 December 1, 2010
Hiring Minimum Hiring Minimum Hiring Minimum Hiring Minimum

CLASSIFICATION Rate Rate Rate Rate Rate Rate Rate Rate
Licensed practical nurse 1,2,3,4. .

LPNO-3 Years.............. 804.80 829.69 828.94 854.58 853.81 880.22 879.43 906.63
LPN3-6years............. 815.08 840.29 839.54 865.50 864.73 891.47 890.66 918.21
LPNG6-10 years,............ 829.35 855.00 854.23 880.65 879.86 807.07 906.25 934.28
LPN10-15Years............ 845.67 871.82 871.03 897.97 897.16 924.91 924.08 952.66
LPN15-20years............ 852.80 879.18 878.39 905.56 904.75 932.73 931.89 960.71
LPN 20+years ............. 866.05 892.83 892.02 919.61 918.78 947.20 946.35 975.62
Operating room technician. . .. .. 625.29 644.63 644.05 663.97 663.37 683.89 683.28 704.41
Practical dietitian . . .......... 666.10 686.70 636.08 707.30 706.66 728.52 727.87 750.38
Radiotherapy technician .......

0-2years.................. 798.09 822.77 822.03 847.45 846.68 872.87 872.09 899.06
Jey€arS ... ... 864.08 890.80 889.99 917.52 916.70 945.05 944.20 973.40
Reg Nucir Med Technologist. . . . .

0-2years .................. 798.09 822.77 822.03 847.45 846.68 872.87 872.09 899.06
24years ........... ..., 864.08 890.80 889.99 917.52 916.70 945.05 944.20 973.40
S5+years .................. 904.93 932.92 932.08 960.91 860.05 989.74 988.85 1019.43
Registered pharmacist'. .. .....

Reg Pharm 0-2 Years. ......... 1521.30 1568.35 1566.94 1615.40 1613.94 1663.86 1662.37 1713.78
Reg Pharm 3-5 Years. ......... 1578.52 1627.34 1625.88 1676.16 1674.65 1726.44 1724.88 1778.23
Reg Pharm 6-9 Years. ......... 1624.25 1674.48 1672.97 1724.M1 1723.16 1776.45 1774.85 1829.74
Reg Pharm 10+ Years ......... 1715.77 1768.84 1767.25 1821.91 1820.27 1876.57 1874.88 1932.87
Registered Respiratory Therapist . 937.60 966.60 965.73 995.60 994.71 1025.47 1024.54 1056.23
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ALPHABETICAL UNIFORM JOB TITLES AND UNIFORM MINIMUM RATES

December 1, 2007 December 1, 2008 December 1, 2009 December 1, 2010

Hiring Minimum Hiring Minimum Hiring Minimum Hiring Minimum
CLASSIFICATION Rate Rate Rate Rate Rate Rate Rate Rate
Registry Elig Nuclr Med Techng . . 757.30 780.72 780.02 804.14 803.41 828.26 827.52 853.11
Registry Elig Resp Therapist. . . . . 900.12 927.96 927.13 955.80 954.94 984.47 983.58 1014.00
Respiratory therapy technician . . . 750.06 773.26 772.57 796.46 795.74 820.35 819.61 844.96
Respiratory therapy trainee . .. .. 591.25 609.54 609.00 627.83 627.26 646.66 646.08 666.06
Special Procedure Technician. . . . 852.07 981.52 980.64 1010.97 1010.06 1041.30 1040.36 1072.54
Ultra Sound Technologist - reg'd. . 937.60 966.60 965.73 995.60 9%4.71 1025.47 1024.54 1056.23
Ultra Sound Technologist . ... ... 905.49 933.49 932.65 961.49 860.62 990.33 989.44 1020.04
X-ray technician ... ..........
0-2Years..........c....... 893.61 921.25 920.42 948.89 948.04 977.36 976.48 1006.68
25Years.................. 928.53 957.25 956.39 985.97 985.08 1015.55 1014.64 1046.02
510Years................. 970.42 1000.43 999.53 1030.44 1029.51 1061.35 1060.39 1093.19
10+Years. ................. 998.35 1029.23 1028.31 1060.11 1059.15 1091.91 1090.93 1124.67
Social Work Assistant . ........
0-2 years experience.......... 746.95 770.05 769.36 793.15 792.43 816.94 816.21 841.45
1-2 years experience. ......... 777.82 801.88 801.16 825.94 825.20 850.72 849.95 876.24
2-3 years experience. ... ...... 808.74 833.75 833.00 858.76 857.98 884.52 883.73 911.06
3-4 years experience. ......... 839.62 865.59 864.81 891.56 890.76 918.31 917.48 945.86
MSW social worker. . .........
0-1 year experience. .......... 911.57 939.76 938.91 967.95 967.08 996.99 996.09 1026.90
1-2 years experience. .. ....... 942.48 971.63 970.76 1000.78 999.88 1030.80 1029.87 1061.72
2-3 years experience. ......... 973.38 1003.48 1002.57 1033.58 1032.65 1064.59 1063.63 1096.53
3-4 years experience. ......... 1004.29 1035.35 1034.42 1066.41 1065.45 1098.40 1097.41 1131.35
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ALPHABETICAL UNIFORM JOB TITLES AND UNIFORM MINIMUM RATES

_ December 1, 2007 December 1, 2008 December 1, 2009 December 1, 2010
L. - Hiring Minimum Hiring Minimum Hiring Minimum Hiring Minimum
CLASSIFICATION Rate Rate Rate Rate Rate Rate Rate Rate
MSW social worker . .. ........ ’ .
4-5 years experience. ......... 1035.22 1067.24 1066.28 1099.26 1098.27 1132.24 1131.22 1166.21
5-6 years experience.......... 1066.11 1099.08 1098.09 1132.05 1131.03 1166.01 1164.96 1200.99
6-7 years experiénce.......... 1097.04 1130.97 1129.95 1164.90 1163.85 1199.85 1198.77 1235.85
7-8 years experience. . ... ..... 1127.93 1162.81 1161.76 1197.69 1196.61 1233.62 1232.51 1270.63
8-9 years experience and over . . . 1158.82 1194.66 1193.59 1230.50 1229.40 1267.42 1266.28 1305.44
Senior social Worker. . ........
0-1 year experience. .......... 1135.30 1170.41 1169.35 1205.52 1204.44 1241.69 1240.57 1278.94
1-2 years experience.......... 1166.23 1202.30 1201.22 1238.37 1237.25 1275.52 1274.38 1313.79
2-3 years éxperience.......... 1197.11 1234.13 1233.02 1211.15 1270.00 1309.28 1308.10 1348.56
3-4 years-experience.......... 1228.00 1265.98 1264.84 1303.96 1302.79 1343.08 1341.87 1383.37

NOTES TO ALPHABETICAL UNIFORM JOB TITLES AND UNIFORM MINIMUM RATES

! Effective on ratification of this Agreement, all 35 hour pharmacists will be required to work 37.5 hours a week as long as there is at least a 7.14% Increase over their current-annual
salary, except those Employees who were hired in the last 6 months above the rates listed ahove, will ba appropriately stotied into the new rates In the event that a 37.5 hour Employee's
annual salary Is higher than the proposed schedule, he/she will continue to receive his/er current rate.
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UNIFORM JOB TITLES AND UNIFORM MINIMUM RATES.BY RATE-.. -

December 1, 2010

December 1,2007 December 1, 2008 December 1, 2009
. A cavd
Hiring Minimum Hiring Minimum “Hiring- Minimum Hiring Minimum

CLASSIFICATION Rate Rate Rate Rate , Rate Rate Rate Rate

Diefaryclerk. .. ............. 575.27 593.06 592.52 610.85 610.30 629.18 628.62 648.06
Dié!a'ry worker . ............. 575.27 593.06 592.52 610.85 610.30 629.18 628.62 648.06
Housekeeping worker ......... 575.27 593.06 592.52 610.85 610.30 629.18 628.62 648.06
Laundry workerl............. 575.27 593.06 §92.52 610.85 610.30 629.18 628.62 648.06
Nursing attendant . . .......... 575.27 593.06 592.52 610.85 610.30 629.18 628.62 648.06
Potwasher................. 575.27 593.06 592.52 610.85 610.30 629.18 628.62 648.06
Central supply attendant . ...... 575.27 593.06 592.52 610.85 610.30 629.18 628.62 648.06
Clerk . ........iviiia., 575.27 593.06 592.52 610.85 610.30 629.18 628.62 648.06
Soiled laundry handier. ........ 576.64 594.47 593.93 612.30 611.75 630.67 630.10 649.59
Mailroomelerk . .. ........... 576.64 594.47 593.93 612.30 611.75 630.67 630.10 649.59
Wardelerk ................. 579.57 597.49 596.95 615.41 614.85 633.87 633.30 652.89
Receptionist. . . ............. 582.52 600.54 600.00 618.56 618.01 637.12 636.54 656.23
Cashier-dietary. . ............ 585.43 603.54 603.00 621.65 621.09 640.30 639.72 659.51
Laundfy worker Il ............ 585.43 603.54 603.00 621.65 621.09 640.30 639.72 659.51
Presser ................... 585.43 603.54 603.00 621.65 621.09 640.30 639.72 659.51
Sewing machine operator. . . . ... 585.43 603.54 603.00 621.65 621.09 640.30 639.72 659.51
Waxerstripper .. ............ 585.43 603.54 603.00 621.65 621.09 640.30 639.72 659.51
CleskAypist. .. .............. 585.43 603.54 603.00 621.65 621.09 640.30 639.72 659.51
Tradeshelper............... 588.35 606.55 606.01 624.75. 624.19 643.49 642.91 662.79
Ambulance attendant. ......... 591.25 609.54 609.00 627.83 627.26 .646.66 646.08 666.06
Groundskeeper.............. 591:25 609.54 609.00 627.83 627.26 646.66 646.08 666.06
Respiratory therapy trainee . . ... 591.25 609.54 609.00 627.83 627.26 646.08 666.06
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UNIFORM JOB TITLES AND UNIFORM MINIMUM RATES BY RATE

December 1, 2007

December 1, 2008

December 1, 2009

December 1, 2010

‘ Hiring Minimum Hiring Minimum Hiring Minimum Hiring Minimum
CLASSIFICATION Rate Rate Rate Rate Rate Rate Rate Rate
Lead dietary worker. .. ........ 594.21 612.59 612.04 630.97 630.40 649.90 649.32 669.40
Lead Housekeeper. . .......... 594.21 612.59 612.04 630.97 630.40 649.90 649.32 669.40
Senior nursing attendant .. ... .. 594.21 612.59 612.04 630.97 630.40 649.90 649.32 669.40
Key ptinch operator . ... ....... 594.21 612.59 612.04 630.97 630.40 649.90 649.32 669.40
Medical records/coding clerk . . . . 594.21 612.59 612.04 630.97 630.40 649.90 649.32 669.40
Registrar . . ................ 594.21 612.59 612.04 630.97 630.40 649.90 649.32 669.40
Cook'shelper............... 600.13 618.69 618.13 637.25 636.68 656.37 655.78 676.06
Ambulance driver .. .......... 600.13 618.69 618.13 637.25 636.68 656.37 655.78 676.06
Motor vehicle operator. . . ... ... 600.13 618.69 618.13 637.25 636.68 656.37 655.78 676.06
Admittingclerk . ............. 603.24 621.90 621.34 640.56 639.99 659.78 659.18 679.57
Washer ................... 606.47 625.23 624.67 643.99 643.41 663.31 662.71 683.21
Accountingclerk . . ........... 606.47 625.23 624.67 643.99 643.41 663.31 662.71 683.21
Accounts pay/receivable clerk. . . . 609.59 628.44 627.87 647.29 646.71 666.71 666.11 686.71
Cashier (business office) . . .. ... 609.59 628.44 627.87 647.29 646.71 666.71 666.11 686.71
Telephone operator . .. ........ 609.59 628.44 627.87 647.29 646.71 666.71 666.11 686.71
Dental Assistant .. ........... 609.59 628.44 627.87 647.29 646.71 666.71 666.11 686.71
Carpenter's helper. ........... 612.71 631.66 631.09 650.61 650.03 670.13 669.52 690.23
Electriclan's helper . . ......... 612.71 631.66 631.09 650.61 650.03 67013 669.52 690.23
Painter'shelper ............. 612.1 631.66 631.09 650.61 650.03 67013 669.52 690.23
Plumber's helper. .. .......... 612.71 631.66 631.09 650.61 650.03 670.13 669.52 690.23
Payroli clerk. . ............. g 615.85 634.90 634.33 653.95 653.36 673.57 672.97 -~ 693.78
TypistAranscriptionist ......... 615.85 634.90 634.33 653.95 - | ..653.36,  673.57 67297 693.78
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UNIFORM JOB TITLES AND.UNIFORM MINIMUM RATES BY RATE: -

1

December 1, 2010

December 1, 2007 December 1, 2008 December 1, 2009
Hiring Minimum -Hiring Minimum Hiring Minimum Hiring Minimum

CLASSIFICATION Rate Rate ‘Rate Rate ‘Rate- Rate Rate Rate

Infant care technician ......... 615.85 634.90 634.33 653.95 653.36 673.57 672.97 693.78
Morgue attendant .. .......... 618.98 638.12 637.54 657.26 656.67 676.98 676.37 697.29
Laboratory'trainee. . .......... 622.16 641.40 640.82 660.64 660.05 680.46 679.84 700.87
Maintenance worker .. ........ 625.29 644.63 644.05 663.97 663.37 683.89 683.28 704.41
Secretary!................. 625.29 644.63 644.05 663.97 663.37 683.89 683.28 704.41
TypistAranscriptionist (medical) . . 625.29 644.63 644.05 663.97 663.37 683.89 663.28 704.41
Dental technician/asst certified. . . 625.29 644.63 644.05 663.97 663.37 683.89 683.28 704.41
Operating room technician. . . . . . 625.29 644.63 644.05 663.97 663.37 683.89 683.28 704.41
Incinerator Attendant. . .. ... ... 628.19 647.62 647.04 667.05 666.45 687.06 686.44 707.67
EKG technician .. ............ 634.74 654.37 653.78 674.00 673.39 694.22 693.60 715.05
Third cook/special order cook, . . . 647.28 667.30 666.70 687.32 686.70 707.94 707.30 729.18
Fireman................... 653.56 673.77 673.16 693.98 693.36 714.80 714.15 736.24
PainterB .................. 653.56 673.77 673.16 693.98 693.36 714.80 714.15 736.24
Practical dietitian . . .......... 666.10 686.70 686.08 707.30 706.66 728.52 727.87 750.38
Senior secretary/secretary ll. . . .. 669.24 689.94 689.32 710.64 710.00 731.96 731.30 753.92
PainterA .................. 678.69 699.68 699.05 720.67 720.02 742.29 741.62 764.56
Secondcook................ 684.99 706.18 705.55 721.37 726.71 749.19 748.52 7711.67
CarpenterB ................ 684.99 706.18 705.55 721.37 726.711 749.19 748.52 771.67
EEG technician . .. ........... 684.99 706.18 705.55 721.31 726.11 749.19 748.52 771.67
PlumberB ................. 688.16 709.44 708.80 730.72 730.06 = 752.64 751.96 775.22
Dental hygienist . . ........... 694.36 715.83 715.18 737.30 736.64 - 759.42 758.73 782.20
Hemodialysis technician . . . . ... '694.36 715.83 715.18 737.30 .| 73664 | 759.42 758.73 782.20
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UNIFORM JOB TITLES AND UNIFORM MINIMUM RATES BY RATE

December 1, 2007 December 1, 2008 December 1, 2009 December 1, 2010
Hiring Minimum Hiring Minimum Hiring Minimum Hiring Minimum

CLASSIFICATION Rate Rate Rate Rate Rate Rate Rate Rate

Ambulance driver/attendant . . . . . 703.89 725.66 725.01 747.43 746.75 769.85 769.16 792.95
Admin/exec/secretary lll ... .... 703.89 725.66 725.01 747.43 746.75 769.85 769.16 792.95
ElectricianB. ............... 707.00 728.87 728.22 750.74 750.06 773.26 772.57 796.46
Maintenance mechanic . ....... 707.00 728.87 728.22 750.74 750.06 773.26 772.57 796.46
Histology technician) ......... 710.09 732.05 731.39 754.01 753.33 776.63 775.93 799.93
Mason-plasterer . ............ 728.96 751.51 750.84 774.06 7173.36 797.28 796.56 821.20
Lead Painter................ 738.38 761.22 760.54 784.06 783.35 807.58 806.86 831.81
Cardiopulmonary technician. . . . . 738.38 761.22 760.54 784.06 783.35 807.58 806.86 831.81
Laboratory technician | - 0-2 Yrs. . 740.03 762.92 762.24 785.81 785.10 809.38 808.65 833.66
Lab. technician Merged - 0-2 Yrs . 740.03 762.92 762.24 785.81 785.10 809.38 808.65 833.66
Firsteook.................. 741.57 764.50 763.82 787.44 786.73 811.06 810.33 835.39
Histology technician 1. ........ 741.57 764.50 763.82 787.44 786.73 811.06 810.33 835.39
CarpenterA ................ 744.66 767.69 767.00 790.72 790.01 814.44 813.70 838.87
Social Work Asst - 0-2 yrs experience 746.95 770.05 769.36 793.15 792.43 816.94 816.21 841.45
Respiratory therapy technician . . . 750.06 773.26 772.57 796.46 795.74 820.35 819.61 844.96
Laboratory technician | - 2-5 Yrs. . 751.20 774.43 773.73 797.66 796.94 821.59 820.85 846.24
Lab. technician Merged - 2-5 Yrs . 751.20 774.43 773.73 797.66 796.94 821.59 820.85 846.24
PlumberA ................. 757.29 780.71 780.01 804.13 803.40 828.25 827.51 853.10
Registry Elig Nuclr Med Techng . . 757.30 780.72 780.02 804.14 803.41 828.26 827.52 853.11
Laboratory technician | - 5-10 Yrs . 765.17 788.84 788.13 812.51 811.78 836.89 836.14 862.00
Lab. technician Merged - 5 -10 Ys. 765.17 788.84 788.13 812.51 811.78 836189, 836.14 862.00
ElectricianA................ 766.71 790.42 . 789.71 814.13 813.39 .838.55 837.80 863.71
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UNIFORM JOB TITLES AND.UNIFORM MINIMUM'RATES BY RATE

December 1, 2007

December 1, 2008

December 1, 2009

December 1, 2010

Hiring Minimum Hiring Minimum Hiring Minimum Hiring Minimum

CLASSIFICATION Rate Rate Rate Rate Rate Rate Rate Rate

Laboratory technician | - 0-2 Yrs. . 77212 796.00 795.28 819.88 819.15 844.48 843.72 869.81
Graduate pharmacist. . ........ 776.06 800.06 799.34 824.06 823.32 848.78 848.01 874.24
Social Work Asst - 1-2 yrs experience 777.82 801.88 801.16 825.94 825.20 850.72 849.95 876.24
Graduate dietitian. . .......... 779.28 803.38 802.66 827.48 826.73 852.30 851.53 877.87
Laboratory technician | - 2-5 Yrs. . 783.33 807.56 806.84 831.79 831.04 856.74 855.97 882.44
Laboratory technician | - 10-15 Yrs 786.11 810.42 809.69 834.73 833.98 859.77 858.99 885.56
Lab. technician Merged - 10-15 Yrs 786.11 810.42 809.69 834.73 833.98 859.77 858.99 885.56
Lead Carpenter.............. 791.80 816.29 815.56 840.78 840.02 866.00 865.22 891.98
Laboratory technician | - 5 -10 Yrs 797.29 821.95 821.21 846.61 845.85 872.1 8711.22 898.17
Radiotherapy technician - 0-2 years 798.09 822.77 822.03 847.45 846.68 872.87 872.09 899.06
Reg Nucir Med Technologist - 0-2 yrs 798.09 822.17 822.03 847.45 846.68 872.87 872.09 899.06
Licensed practical nurse - 0 -3 Years 804.80 829.69 828.94 854.58 853.81 880.22 879.43 906.63
Laboratory technician | - 15 + Yrs . 807.05 832.01 831.26 856.97 856.20 882.68 881.89 909.16
Lab. technician Merged - 15 + Yrs. 807.05 832.01 831.26 856.97 856.20 882.68 881.89 909.16
Lead Plumber............... 807.48 832.45 831.70 857.42 856.65 883.14 882.34 909.63
Social Work Asst - 2-3 yrs-experience 808.74 833.75 833.00 858.76 857.98 884.52 883.73 911.06
Laboratory technologist | - 0-2 Yrs 809.85 834.90 834.15 859.95 859.18 885.75 884.95 912.32
Lab. technologist Merged - 0-2 Yrs 809.85 834.90 834.15 859.95 859.18 885.75 884.95 912.32
Licensed practical nurse - 3-6 Yrs 815.08 840.29 839.54 - 865.50 864.73 891.47. 890.66 918.21
Lahoratory technician | - 10-15 Yrs 818.22 843.53 842.77 868.84 868.06 894.91 894.11 921.76
Laboratory technologist 1 - 2-5 Yrs 821.02 846.41 845.65 871.80 871.01 897:95 897.14 924.89
Lab. technologist Merged - 2-5 Yrs 821.02 ~ 846.41 845.65 . 871.80 871.01 89795 897.14 924.89
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UNIFORM JOB TITLES AND UNIFORM MINIMUM RATES BY RATE

December 1, 2007

December 1, 2008

December 1, 2009

December 1, 2010

Hiring Minimum Hiring Minimum Hiring Minimum Hiring Minimum

CLASSIFICATION Rate Rate Rate Rate Rate Rate Rate Rate

Certified respiratory therapy tech. . . 825.10 850.62 849.86 876.14 875.35 902.42 801.61 929.49
Licensed practical nurse - 6-10 Yrs 829.35 855.00 854.23 880.65 879.86 907.07 906.25 934.28
Laboratory technologist ! - 5 -10 Yrs 834.98 860.80 860.02 886.62 885.82 913.22 912.40 940.62
Lab. technotagist Merged - 5 -10 Yrs 834.98 860.80 860.02 886.62 885.82 913.22 912.40 940.62
Lead Electrician. . ............. 835.84 861.69 860.91 887.54 886.74 914.17 913.35 941.60
Laboratory technician 1 - 15+ Yrs . . 839.15 865.10 864.32 891.05 890.25 917.78 916.95 945.31
Social Work Asst - 3-4 yrs experience 839.62 865.59 864.81 891.56 890.76 918.31 917.48 945.86
Licensed practical nurse - 10 - 15 Yrs 845.67 871.62 871.03 897.97 897.16 824.91 924.08 852.66
Licensed prattical nurse - 15 - 20 Yrs 852.80 879.18 878.39 805.56 904.75 932.73 931.89 960.71
Laboratory technologist | - 10-15 Yrs 855.93 882.40 881.60 808.87 908.06 936.14 935.29 964.22
Lab. technolagist Merged - 10-15 Yrs 855.93 882.40 881.60 908.87 908.06 936.14 935.29 964.22
Radiotherapy technician - 3+years. . 864.08 880.80 889.99 917.52 916.70 945.05 944.20 973.40
Reg Nuclr Med Technologist - 2-4 yrs 864.08 890.80 889.99 917.52 916.70 945.05 844,20 973.40
Licensed practical nurse - 20 + Yrs . 866.05 892.83 892.02 919.61 918.78 947.20 946.35 975.62
Laboratory technologist Il - 0-2 Yrs . 869.89 896.79 895.98 923.69 92286 951.40 950.54 979.94
Laboratory technologist | - 15 + Yrs . 876.86 903.98 903.17 931.10 930.26 959.03 958.17 987.80
Lab. technolagist Merged - 15 + Yrs 876.86 903.98 903.17 931.10 930.26 959.03 958.17 987.80
ADA dietitian - 0-2 Years. ........ 879.65 906.86 906.05 934.07 933.23 962.09 961.22 990.95
Laboratory technologist Il - 2-5 Yrs . 881.08 908.33 907.51 935.58 934.74 963.65 962.78 992.56
X-ray technician - 0-2 Years ...... 893.61 921,25 920.42 948.89 948.04 977.36 976.48 1006.68
Laboratory technologist Il - 5-10 Yrs 895.01 922.69 921.86 950.37 949.51 978.88 978.00 1008.25
Registry Elig Resp Therapist . . . . . . 900.12 927.96 927.13 955.80 -954.94 984.47 983.58 1014.00
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UNIFORM JOB TITLES AND UNIFORM MINIMUM RATES BY RATE

December 1, 2010

December 1, 2007 December 1, 2008 December 1, 2009
Hiring Minimum Hiring Minimum Hiring Minimum Hiring Minimum

CLASSIFICATION Rate Rate Rate Rate Rate Rate Rate Rate

ADA dietitian - 2-4 Years . . .. ... 900.60 928.45 927.61 956.30 955.44 984.99 984.10 1014.54
Reg'NucIr' Med Technologist - 5 + yrs 904.93 932.92 932.08 960.91 960.05 989.74 988.85 1019.43
Echocardiograph Technologist . . . 905.49 933.49 ' 032.65 961.49 960.62 990.33 989.44 1020.04
Ultra Sound Technologist . . . .. .. 805.49 933.49 932.65 ,961.49 960.62 990.33 989.44 1020.04
MSW social worker - 0-1 yr exper . 911.57 939.76 938.91 967.95 967.08 996.99 996.09 1026.90
Laho technologist 11 - 10-15 Yrs . . 915.97 944.30 943.45 972.63 971.76 1001.81 1000.90 1031.86
ADA dietitian - 4-10 Years ... ... 921.55 950.05 949.19 978.55 977.67 1007.91 1007.01 1038.15
X-ray technician - 2-5 Years . . . .. 928.53 '957.25 956.39 985.97 985.08 1015.55 1014.64 1046.02
Lab technologistll - 15+ Yrs . . .. 936.91 965.89 965.02 994.87 993.98 1024.72 1023.80 1055.46
Registered Respiratory Therapist . 937.60 966.60 965.73 995.60 994.71 1025.47 1024.54 1056.23
Ultra Sound Technologist - reg'd. . 937.60 966.60 965.73 995.60 -994.71 1025.47 1024.54 1056.23
MSW social worker - 1-2 yrs exper 942.48 971.63 970.76 1000.78 999.88 1030.80 1029.87 1061.72
ADA diefitian - 10+ Years....... 942.50 971.65 ‘970.78 1000.80 999.90 1030.82 1029.89 1061.74
Stationery enginr-one license reqrd 948.91 978.26 977.38 1007.61 1006.70 1037.84 1036.91 1068.98
Special Procedure Technician. . . . 952.07 981.52 980.64-  1010.97 1010.06 1041.30 1040.36 1072.54
X-ray technician - 5-10 Years . . . . 970.42 1000.43 909,53 1030.44 1029.51 1061.35 1060.39 1093.19
MSW social worker - 2-3 yrs exper 973.38 1003.48 1002.57 1033.58 1032.65 1064.59 1063.63 10956.53
X-ray technician - 10+ Years. . . .. 998.35 1029.23 1028.31 1060.11 1059.15 1091.91 1090.93 1124.67
Lead technician - X-ray ........ 1002.32 1033.32 1032.39 1064.32 1063:36 1096.25 1095.27 1129.14
MSW social worker - 3-4 yrs exper 1004.29 1035}35 1034.42 1066.41 1065.45 1098.40 1g97.4_1 1131.35
MSW social worker - 4-5 yrs exper 1035.22 1067.24 1066.28 1099.26 1098:27° 1132.24 1131.22 1166.21
MSW social worker - 5-6 yrs exper 1066.11 109908 -1098.09 - 1132.05 "1131.03 1166.01 1164.96 1200.99
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UNIFORM JOB TITLES AND UNIFORM MINIMUM RATES BY RATE

December 1, 2007 December 1, 2008 December 1, 2009 December 1, 2010

Hiring Minimum Hiring Minimum Hiring Minimum Hiring Minimum
CLASSIFICATION Rate Rate Rate Rate Rate Rate - Rate Rate
MSW social worker - 6-7 yrs exper 1097.04 1130.97 1129.95 1164.90 1163.85 1199.85 1198.77 1235.85
Engineer - two licenses if required 1106.38 1140.60 1139.58 1174.82 1173.76 1210.06 1208.97 1246.36
MSW social worker - 7-8 yrs exper 1127.93 1162.81 1161 .76 1197.69 1196.61 1233.62 1232.51 1270.63
Senior social worker -1 yr exper . . 1135.30 1170.41 1169.35 1205.52 1204.44 1241.69 1240.57 1278.94
MSW soc w - 8-9 yrs exper and over 1158.82 1194.66 1193.59 1230.50 1229.40 1267.42 1266.28 1305.44
Sr social Worker -1-2 yrs experience 1166.23 1202.30 1201.22 1238.37 1237.25 1275.52 1274.38 1313.79
Sr social Worker -2-3 yrs experience 1197.11 1234.13 1233.02 1211.15 1270.00 1309.28 1308.10 1348.56
Sr social Worker -3-4 yrs experience 1228.00 1265.98 1264.84 1303.96 1302.79 1343.08 1341.87 1383.37
Registered pharmacist - 0-2 Years* 1521.30 1568.35 1566.94 1615.40 1613.94 1663.86 1662.37 1713.78
Registered pharmacist - 3-5 Years* 1578.52 1627.34 1625.88 1676.16 1674.65 1726.44 1724.88 1778.23
Registered pharmacist - 6-9 Years* 1624.25 1674.48 1672.97 1724.1 1723.16 1776.45 1774.85 1829.74
Registered pharmacist - 10+ Years* 1715.77 1768.84 1767.25 1821.91 1820.27 1876.57 1874.88 1932.87

NOTES TO UNIFORM JOB TITLES AND UNIFORM MINIMUM RATES BY RATE

* Eftective on ratification of this Agreement, all 35 hour pharmacists will be required to wark 37.5 hours a week as long as there is at least a 7.14% increase over their current annual
salary, except those Employees who were hired in the [ast 6 months above the rates listed above, will be appropriately slotted into the new rates. In the event that a 37.5 hour
Employee’s annual salary is higher than the proposed schedule, hefshe will continue to receive his/her current rate.
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COLLECTIVE BARGAINING AGREEMENT 61

ARTICLE XI
Hours

1. The regular work week for all full-time Employees shall con-
sist of the number of hours per week regularly worked by such
Employees as of June 30, 1982. The regular work week for part-
time Employees shall not exceed five (5) days. Such hours, not to
exceed thirty-seven and one-half (37.5) per week, shall be specified
in a stipulation (Stipulation II) between the Union and each
Employer, to be annexed hereto. Employees shall receive two (2)
days off in each full calendar week except in the event of overtime.
The work week shall commence on Sunday and end on Saturday.

2. The regular work day for all full-time Employees covered by
this Agreement shall consist of the number of hours in the regular
work week as above defined, divided by five (5), exclusive of an
unpaid lunch period, except for those Employees who received a
paid lunch period as of June 30, 1982.

3. Part-timers:

(a)The parties agree that it is a desirable objective to have
full-time jobs in this industry.

(b) The Employer will not split a full-time position in which
there is an incumbent into part-time jobs.

(c) Conversion of Part-Timers to Full-Time Workers:

All part-time Employees who have worked for an average
of the regular full-time work week for that classification for any
consecutive four (4) months shall become full-time Employees.
All hours worked on special projects, filling in for Employees on
leave of absence, vacations, and emergencies, shall not be counted
towards meeting the aforementioned requirement, except if an
Employee is specifically hired for permanent vacation relief and/or
permanent leaves of absence relief. In each instance where the
Employer claims that a part-time Employee worked on a special
project or filled in for an Employee on leave of absence, vacation or
in an emergency, the Employer upon request of the Union, shall
within sixty (60) days identify the Employee whom he/she filled in
for and the length of the leave of absence, vacation or in the case of
a special project or emergency circumstance, the nature of the pro-
ject or emergency and the duration of such additional temporary
service.

(d) Right To Extra Hours:

Whenever practicable, pre-scheduled hours and available
regular hours shall be offered to part-time Employees based upon
classification seniority.

(e) A local institution-based Labor/Management Committee
may undertake an analysis of why part-time employment exists
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and measures which can be instituted to create more full-time
employment. All relevant information regarding part-timers will
be provided to the Union and to the local Labor/Management
Committee. :

4. Employees required by the Employer to be on-call off
Employer premises shall receive, during such time, a rate of pay
equal to three-fourths (3/4) of their regular base pay. Employees
on-call called to work at other than during their normal work
hours shall receive time and one-half for all such hours worked
outside of their normal work day, with a guaranteed minimum of
pay for four (4) hours work. There shall be no pyramldmg of pay
under this provision.

5. Employees shall be entitled to two (2) rest periods of fifteen
(15) minutes each in each working day, as assigned by the Employer
to each Employee. Employees who are required to work overtime
shall be entitled to an additional fifteen (15) minute rest period for
each full half shift worked.

6. Employees shall be afforded a reasonable time during which
to cash pay checks.

7. Where the Employer requires periodic medical examinations
of its Employees, such examiinations shall be performed during an
Employee’s scheduled work shift.

8. Monitoring and Dispute Resolution re: Full Time Status:

The Employer shall submit part-timer status reports in a
Lotus format, or other agreed upon format, to the Union every
four (4) months. Reports shall be by department and include
name, social security number, date of hire, salary, straight time and
overtime hours worked. If hours were worked under paragraph
3(c) above, it shall be noted in the report. Disputes over an
Employee’s full-time status shall be submitted to CIPC which will
hear, decide or arbitrate the case in accordance with the CIPC rules
and timetable.

9. The Employer shall not use part-timers to subvert the mean-
ing and intent of this Agreement as reflected in Artxcle VII, (3) and
Article X1, (3) (c) and (8).

ARTICLE XII
Weekend Scheduling

1. Each Employer shall schedule each permanent full-time
Employee who is regularly scheduled to work five (5) days a week
for every other weekend off except:

(a) Where an Employee agrees to or requests another sched-
ule of days off and the Employer consents,
{(b) Where the Union and the Employer otherwise agree to a
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different schedule with respect to a partlcular unit,
department or job classification,

(c) Where such scheduling would result in an unreasonable
interference with the efficient operation of a unit or
department, and

(d) In emergencies.

. 2. For full-time Employees hired during the term of this.Agree-
ment (July 1, 2007 to September 30, 2011), this provision shall
apply after two (2) years of employment.

3. (a) The term “weekend” shall mean Saturday and Sunday.

A shift which begins on Friday night with a majority of the time
to be worked on Saturday morning is considered a weekend shift,
whereas a shift which begins on Sunday night with a majority. of
the time to be worked on Monday mornmg is not con51dered a
weekend shift. ‘

“«(b) Employees who were on the:payroll of the Hospltal prlor
to October 12, 1986, and have continued on the payroll thereafter,
and were on an every other weekend work schedule and hot previ-
ously required'to make up unscheduled absences as of October 12,
1986, will not be required to make up (i) the first three (3) days of
absence on scheduled weekend work days due to illness or injury
absent unjustified use-of sick leave or (ii) absences on scheduled
weekend work days due to vacations, holidays and paid or unpaid
leaves (including but not limited to leave for which disability or
workers compensation is received).

(c).Employees who were on the payroll of the Hospltal prior
to'October 12, 1986 and have continued on the payroll thereafter,
and were on an every other weekend work schedule and previously
required to make up unscheduled absences as of October 12, 1986,
may be required to make up unscheduled absences on a scheduled
weekend work day due to sick leave (including paid and unpaid
sick days) only; they will not be required to make up absences on
scheduled weekend work days due to vacations, holidays and paid
or unpaid leaves (including but not limited to leave for which dis-
ability or workers compensation is received).

(d) Employees who are hired on or after October 12, 1986
and have been or are on an every other weekend work schedule
may be required t6 make up unscheduled absences on a scheduled
weekend work day due to sick leave (including paid or unpaid sick
ddys) only; they will not be required to make up absences on
schéduled weekend work days due to vacations, holidays and paid

~ or unpaid leaves (including but not limited to leave for which dis-

ability or workers compensation is received).
(e) Where a regular, full-time Employee or a temporary full-
time Employee has worked a permanent regular schedule of week-
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ends off, his/her schedule of weekends off shall not be reduced
while he/she is in his/her present position or shift, except in an
emergency. Where work assignments are otherwise changed such
Employee shall have his/her schedule of weekends off maintained
unless to do so would unreasonably impair the efficiency of the
Employer. Where an Employee elects with the Employer’s consent
a changed work assignment with prior knowledge of a new sched-
ule of weekends off such new schedule shall prevail.

(f) As previously implemented, an Employee who desires to
waive the every other weekend off requirement, shall, if consented
to by the Employer, execute a written waiver which may not be
revoked without the agreement of the Employer during the life of
the Agreement.

(g) Grievances allegmg violations of Article XII shall be sub-
ject to the grievance and arbitration provisions of this Agreement,
but shall, if the matter proceeds to arbitration, be determined by an
arbitrator selected from the panel of CIPC arbitrators who shall
have the followmg authority and responsibility:

1. to determine if there have been misapplications or
violations of Article XII by the Employer or the
Union;

ii. to issue final and binding decisions within seven (7)
days of hearing a case;

iii. upon finding of Employer misapplication, may issue
one of the following remedies:

1. Time and one-half pay for time worked on
weekends in violation' of this Article by the
Employee; or

2. Compensation time off for time worked on
weekends in violation of this Article by the
Employee.

ARTICLE XIH
Overtime

1. Employees shall be paid one and one-half (1 1/2) times their
regular pay for authorized time worked in excess of the regular
full-time work week for their classification as set forth in Article
XI, Section 1 and in the case of a regular full-time Employee who is
regularly scheduled to work five (5) days per week, for authorized
time worked in excess of the regular full-time work day as defined
in Article X1, paragraph 2.

2. The following paid absences shall be considered as time
worked for the purposes of computing overtime: holidays, vaca-
tions, jury duty days, condolence days, paternity day, and marriage
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‘days. Unpaid absences shall not be considered as time worked.

3. (a) The Employer will assign, on an equitable basis, “on-call“
duty and required pre-scheduled overtime among qualified

- Employees. Employees shall be required to work overtime when

necessary for the proper administration of the Employer.

(b) Each Employer shall establish a procedure for assigning
overtime, in the first instance, among qualified Employees who
wish to work overtime, except in emergencies. Such procedure
shall include a provision whereby such Employees are assigned in
rotation, starting with the Employee on duty who has the most
classification seniority. Pursuant to such procedure, a volunteer

" overtime roster shall be compiled and posted every six (6) months.

A part-timer shall not receive premium overtime hours prior to
full:timers, unless he/she has greater classification seniority.

(c) Where the Employer assigns overtime on' a compulsory
basis due to an emergency or the inability to obtain a qualified vol-
unteer on a timely basis, assignments shall be made among quali-
fied Employees on a rotating basis starting with the Employee on
duty who has the least classification seniority.

4. The work week shall commence on Sunday and end on Saturday.
5. There shall be no pyramiding of overtime.

ARTICLE XIV
Shifts and Shift Differentials

1.-Employees working on shifts whose straight time hours end
after seven (7:00) p.m. or begin prior to six (6:00) a.m. shall receive
the following differentials:

(a) Licensed Practical Nurses - an amount equal to the
greater of ten percent (10%) of the LPN’s salary including specialty
differential, or three-fourths (3/4) of the shift differential paid to
Registered Nurses in the same institution, whichever is greater.

(b)-All Other Employees - a shift differential of ten percent
(10%) of salary, including specialty differential.

2. Employees shall work in the shift, shifts or shift arrangements
for which they were hired. The Employer may change an
Employee’s shift only for good and sufficient reason, and any such
change shall apply to the Employee with the least classification

~ seniority qualified to do the work.

Whenever the Employee requests a change of shift, approval
of such request shall not be unreasonably withheld if a vacancy
exists in the.classification in which he/she is then working and if
more than one Employee applies, such change shall apply to the
Employee with the most-classification seniority qualified to do the
work. Notwithstanding the foregoing, Employees shall have-pref-
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erence in filling vacancies on another shift in the classification in
which they are then working over new Employees.

3. The foregoing shall not interfere with any training program
requiring rotation of shifts. -

4. Licensed Practical Nurses who are assigned by the Employer
to “in-charge” responsibilities shall receive a differential in a dollar
amount equal to the RN in-charge differential at that institution.
In each Hospital this amount may differ.

5. There shall be no split shifts.

ARTICLE XV
Holidays

1. Employees shall be entitled to a total of twelve (12) paid hol-
idays within each year, except as othérwise provided in 3(b) below.
If a holiday falls within an Employee’s first thirty (30) days of
employment, then such Employee shall receive pay for the holiday
only upon completion of twelve (12) months of employment.

2. At least eight (8) such holidays specified in Section | above
shall be legal holidays and the balance shall be either legal holidays,
religious holidays, free days, or a combination thereof. In any
event, such holidays shall be specified in a stipulation (Stipulation
IV) between the Union and each Employer to be annexed hereto.
On a calendar year basis, each Employee shall be permitted to des-
ignate two (2) of his/her earned free days to be used for religious
holidays, provided the granting of such request will not unreason-
ably interfere with the operation of the unit in which the Employee
is assigned to work.

3. (a) Recognizing that the Employer works every day of the
year and that it is not possible for all Employees to be off on the
same day, the Employer shall have the right, at its sole discretion, to
require any Employee to work on any of the holidays herein speci-
fied; however, the Employer agrees to distribute holidays off on an
equitable basis.

(b) In the event an Employee is required to. work on any of
the first-eight (8) legal holidays specified in Stipulation IV annexed
hereto, he/she shall be paid at the rate of time and one-half his/her
regular pay for all hours worked on the holiday, and shall in addi-
tion, receive an additional day off with regular pay within thirty
(30) days of the holiday, or an extra day’s regular pay in lieu
thereof, as determined by the Employer. Where premium pay has
been paid for more than eight (8) holidays or more paid holidays
have been-granted, such-practice shall continue..

(c) An'Employee required to work on any holiday:other than
those specified in (b) above shall receive a day off with regular pay
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~ within thirty (30) days of the holiday, or, in lieu thereof, shall be

paid a day’s regular pay at the option of the Emplovyer.
(d) If a legal holiday falls on an Employee’s regularly scheduled
day off, the Employee shall receive an additional day’s regular pay or

~ aday off with regular pay within thirty (30) days of the holiday.

- () If a:legal holiday falls during an Employee’s vacation, at

. the option of the Employer the vacation shall be extended by one

(1) day, or the Employee shall receive an extra day’s regular pay or a
day off with regular pay. In making the determination, the
Employer will take into consideration the Employee s expressed
preference.

(f) The day on which a holiday is legally celebrated* shall be
the day on which holiday premium pay is.paid to those Employees
who work on that day, except that Christmas shall be legally cele-
brated on December 25th, New Year’s Day shall be'legally cele-
brated on January 1st, and Dr. Martin Luther King’s birthday on
the day that it is celebrated nationally.

(g) If an Employee is absent the scheduled work day before
and/or the scheduled work day after a-paid legal holiday or day in
lieu thereof, the Employer may demand proof of illness. The
Employer-may deny pay for such holiday if such-proof is requested
and not furnished-

. 4.:Employees shall be entitled to the number of “free days“ with
pay set forth in Stipulation I'V hereunto annexed. Free days shall
be scheduled in advance and with the approval of the Employer.
Once scheduled, free days shall not be canceled except in an emer-
gency. Free days shall not be designated by the Employer. Free
days shall be pro-rated, one for each three (3) months of employ-
ment during a year if four (4) free days are scheduled; one for each
six (6) months of employment during a year if two (2) free days
are scheduled. The Employer shall retain the same rights to require
work on the free days'scheduled as on holidays.

5. Employees will be entitled to time off with pay to vote at city,
state or federal elections, in accordance with New York State Law.

Employees of the Employer working at hospitals listed in
Exhibit D under affiliation contracts shall receive the same number
of holidays as Employees of the non-affiliation Employer, and
“heat days” or time off equivalent as received by other similar
employees, employed by the City of New York at such institutions.
In no case shall the total number of holidays be less than those
received by similar employees employed by the City of New York at

" - such affiliated institutions.

*The term “legally celebrated” shall refer to Public Holidays as defined in the New -
" York General Construction Law, Section 24, as amended. .
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ARTICLE XV1
Vacations

1. Employees shall be entitled to accrued vacations each year
with pay as follows:

(a) For Employees in technical and professional job classifi-
cations, except MSW Social Workers:

Period of Continuous Employment Amount of Paid Vacation

Less than 6 months None
6 months but less than | year 2 weeks
1 year or more 4 weeks

(b) For MSW Social Workers:
Period of Continuous Employment Amount of Paid Vacation

Less than 6 months None
6 months to | year 11 days
| year or more 22 days

{c) All Employees working at Employers listed in Exhibit D

under affiliation contracts shall receive the same schedule of vaca- -

tion as received by other similar employees employed by the City
of New York at such institutions, except for MSW Social Workers
who shall receive the vacation above provided or the vacation pro-
vided to similar employees employed by the City of New York,
whichever is greater.

(d) For all other Employees:

Period of Continuous Employment Amount of Paid Vacation

Less than 6 months None

6 months but less than | year 1 week

1 year but less than 5 years - 2 weeks
5 years or more - . 4 weeks

(e) The foregoing vacation schedules for all classifications of
Employees shall be modified as follows:
Effective 7/1/91 - five (5) weeks vacation after twenty-five
(25) years.

2. Vacation-schedules shall be established taking into account
the wishes of the Employees and the needs of the Employer.
Where there is a conflict in choice of vacation time among
Employees, classification seniority shall prevail.

3. The vacation eligibility year shall be as heretofore. Each
Employee’s anniversary date shall be used for vacation purposes.

4. No part of an Employee’s scheduled vacation may be charged
to sick leave. Vacations'shall be taken each year and may not be
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accrued from year to year and Employees will not be compensated
for vacation time not taken.

5. Vacation pay shall be based upon the Employee’s regular pay.

6. An Employee shall be paid his/her vacation pay before start-
ing his/her vacation, provided such vacation is scheduled at least
four (4) weeks in'advance. An Employee may request that the
Employer defer vacation pay.

7. Absences due to established iliness, maternity leave or injury

* not exceeding five (5) weeks shall be considered as time worked in

determining the amount of vacation pay for Emiployees with from
more than one (I) and up to and including but not exceeding five
(5) years of service. For Employeés with service beyond five (5)
years, the period shall be thirteen (13) weeks. If such absence
extends into an Employee’s scheduled vacation period, the vaca-
tion shall be postponed and another period assigned. If disability
due to 1llness, maternity or injury begins after an Employee com-
mences his/her vacation, the original vacation shall remain in
effect. “Substantial proof of such illness, maternity or injury must
be provxded by the Employee upon return to work after any
absence caused by such illness, maternity or injury.

" Hoiirs of vacation pay for each week of vacation to which an

" Employee may be entitled as above defined shall be computed on

the basis of the average number of hours per week actually worked
as above defined, including premium hours, during the twelve (12)
calendar months immediately preceding the Employee’s vacation.
All involuntary absences as herein limited which exceed the
aforesaid five (5) or thirteen (13) weeks period shall not be deemed
nor considered as time worked in computing vacation pay and

" vacation pay for such Employees shall be pro-rated by relating the

number of weeks actually worked during the vacation eligibility
year with the number of days or weeks such Employee would have
been contractually entitled to had he/she worked the entire vaca-
tion eligibility year.

All voluntary absences shall not be deemed nor considered as
time worked in the computation of vacation pay. Where an

- Employee has been voluntarily absent, his/her vacation pay shall be

pro-rated on a percentage basis, i.e., the period of time actually

" worked as that period relates to the period of vacation pay due

him/her.

An Employee who has quit or who has been discharged or
who has lost his/her seniority pursuant to the terms of Article IX,
and who has not received his/her vacation from work with pay to

‘which he/she is entitled, shall receive a vacation allowance, the

amount of which is to be calculated in accordance with the last
preceding paragraph.
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ARTICLE XVII
Sick Leave

1. Employees, after thirty (30) days employment, shall be entitled
to paid sick leave earned at the rate of one (1) day for each month of
employment, retroactive to date of hire, up to a maximum of twelve
(12) days per year. Employees, after one (1) or more years of
employment with the Employer, shall be entitled to a total of twelve
(12) additional days of sick leave as of the beginning of his/her sec-
ond and each subsequent year of employment, provided that at no
time will an Employee be entitled to accumulate more than sixty
(60) working days of sick leave during any one (1) year, including the
days earned or to be earned in the current sick leave year.

2. Pay for any day of sick leave shall be at the Employee’s regular pay.

3. To be eligible for benefits under this Article, an Employee who
is absent due to illness or injury must notify his/her supervisor at
least one (1) hour before the start of his/her regularly scheduled
work day, unless proper excuse is presented for the Employee’s
inability to call. The Employer may require proof of illness hereunder.

4. Employees who have been on sick leave may be required to
be examined by the Employer’s Health Service physician before
being permitted to return to duty.

5. If an Employee resigns or is dismissed or laid off and has
exceeded his/her allowable sick leave, the excess sick leave paid shall
be deducted from any moneys due him/her from the Employer at
the time of resignation, layoff, or dismissal.

6. After an Employee has been sick or disabled for a continuous
period of more than seven (7) days and is entitled to receive dis-
ability payments from the 1199SEIU National Benefit Fund for
Health and Human Service Employees, the Employer shall pay sick
leave pay to which an Employee is entitled in accordance with the
following schedule for each day of continuous sickness or disabil-
ity exceeding seven (7) days, as above provided, up to the maxi-
mum amount accumulated under paragraph 1 above:

Percent of
Average weekly pay
weekly pay from sick pay®
Low High
$322 $ 349 30%
$ 350 $374 36%
$ 375 $ 399 40%
$ 400 $424 44%

3Percentage based on low rate in each range.
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$ 425
$ 450
$ 475
$500
$525
$ 550
$575
$ 600
$ 625
$ 650
$675
$700
$725
$750
$775
$ 800
$ 825
$ 850
$ 875
$ 900
$ 925
$950
$975
$ 1,000
$1,025
$ 1,050
$ 1,075
$ 1,100
$1,125
$ 1,150
$1,175
$ 1,200
$1,225
$ 1,250
$1,275
$ 1,300
$ 1,325
$ 1,350
$ 1,375
$ 1,400
$ 1,425
$ 1,450
$ 1,475
$ 1,500
$1,525

$ 449
$474
$499
$524
$549
$574
$ 599
$624
$ 649
$674
$ 699
$724
$ 749
$774
$ 799
$824
$ 849
$ 874
$ 899
$924
$ 949
$974
$999
$1,024
$1,049
$1,074
$ 1,099
$1,124
$1,149
$1,174
$1,199
$1,224
$1,249
$1,274
$ 1,299
$1,324
$1,349
$ 1,374
$ 1,399
$ 1,424
$ 1,449
$1,474
$ 1,499
$1,524
$ 1,549

47%
46%
48%
51%
53%
55%
57%
53%
55%
57%
59%
60%
61%
59%
60%
61%
62%
64%
65%
62%
63%
64%
65%
66%
67%
64%
65%
66%
67%
67%
68%
68%
69%
69%
70%
70%
71%
71%
72%
73%
73%
73%
74%
74%
75%
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$1,550 $1,574 75%
$1,575  $1,599 76%
$1,600 $1,624 76%
$1,625 $1,649 76%
$1,650 $1,674 77%
$1,675 $1,699 77%
$1,700 $1,724 77%
$1,725  $1,749 78%
$1,750 $1,774 78%
$1,775  $1,799 78%
$1,800 $1,824 79%
$1,825 $1,849 79%
$1,850 $1,874 79%
$1,875 $1,899 79%
$1,900 $1,924 80%
$1,925 $1,949 80%
$1,950 $1,974 80%
$1,975 $1,999 81%
$2,000 $2,024 81%
$2,025 $2,049 81%
$2,050 $2,074 81%
$2,075  $2,099 81%
$2,100 $2,124 82%
$2,125 $2,149 82%
$2,150 §$2,174 82%
$2,175 $2,199 82%
$2,200 $2,224 83%
$2,225 $2,249 83%

7. With respect to days of absence for which the Employee is
entitled to salary continuation payments from Worker’s Compen-
sation, the Employer shall pay sick leave pay to which an Employee
is entitled in an amount equal to the difference between the
amount to which the Employee is entitled from Worker’s Compen-
sation, and the daily amount to which the Employee would other-
wise be entitled if Worker’s Compensation did not apply.

8. Family Illness

An Employee shall be entitled to use up to three (3) days of
accrued sick leave when necessary for family illnesses. Such
absences shall be deducted from the Employee’s three (3) day fam-
ily illness bank. The Employer shall have the option to require the
Employee to provide reasonable documentation of the illness. For
purposes of this paragraph 8, the term “family” shall mean: parent,
spouse, child, brother, sister or grandparent, and the term “child”
shall mean the Employee’s own dependent child, foster child for
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whom he/she has legal foster care responsibility, or a child for
whom the Employee has overall parental responsibility on an
established basis and who is living in the household of the
Employee.

In case of emergencies due to family illness, the Employee shall
have the right, with one (1) hour advance notice to the Employee’s
supervisor, or sooner if approved by the supervisor, to leave the
workplace due to said illness.

ARTICLE XVIII
Paid Leave

Employees, after their first thirty (30) days of employment, shall
be entitled to paid leave as follows:

1. An Employee shall be paid at his/her regular pay for three (3)
working days’ absence in the event of the death of his/her parent,
spouse, child, brother, sister, grandparent or life partner.* Such
three (3) days must be taken consecutively within a reasonable
time of the day of death or day of the funeral and may not be split
or postponed.

2. An Employee shall be paid at his/her regular pay for three (3)
working days’ absence in the event of his/her marriage; such three
(3) days must be taken consecutively.

3. An Employee shall be paid at his regular pay for one (1)
working day’s absence when his wife has a baby.

4. All Employees who have completed their probationary
period and who are called (not volunteered) to serve as jurors will
receive their regular pay less their pay as juror for each work day
while on jury duty, which shall not include “on-call“ jury time
when Employees are able to be at work. The receipt of a subpoena
or the notice to report for jury duty must be reported immediately
to the Human Resources Office of the Employer and the Employer
may request that the Employee be excused or exempted from such
jury duty if, in the opinion of the Employer, the Employee’s ser-
vices are essential at the time of proposed jury service.

ARTICLE XIX
Unpaid Leave

Employees shall be eligible for unpaid leave in accordance with
the following:

1. Maternity Leave. Pregnant Employees will be eligible for
maternity leave. Maternity leave will be granted for a period not to
exceed nine (9) months or the length of physical disability,

*This provision shall not apply to an institution which has a religious objection.
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whichever is greater. However, Employees exposed to radiation
who desire to take maternity leave and Employees whose preg-
nancy requires them to take maternity leave prior to the sixth
month of pregnancy will be granted maternity leave for a period of
twelve (12) months or the length of physical disability, whichever
is greater. The father or mother of a legally adopted or biological
child shall receive the same unpaid leave now provided to biologi-
cal mothers.

2. Military Leave. Leaves of absence for the performance of
duty with the U.S. Armed Forces or with a Reserve component
thereof shall be granted in accordance with applicable law.

- 3. Union Business. A leave of absence for a period not to
exceed three (3) years shall be granted to Employees with one (1)
or more years of bargaining unit seniority in order to accept a full-
time position with the Union, provided such leaves will not inter-
fere with the operation of the Employer. Employees must reapply
each year.

4. Illness or Injury. Employees shall be entitled to leaves of
absence for illness or injury for up to two (2) years or length of ser-
vice, whichever is less. Employees must provide doctor’s certification.

5. Other Leaves.

(a) Leaves of absence without pay f for other reasons will not
be unreasonably denied by the Employer '

(b) Employees wrth one (1) or more years of service shall be
entitled to a nine (9) week unpaid leave in a calendar year for seri-
ous illness of a family member (parent, spouse, child, brother, sister
or grandparent) The Employer shall have the option t6 require
the Employee to provide reasonable documentation of the illness.

. {c) Once granted, a leave of absence granted for participation
as a full-time student in a program sponsored by the
League/ 1199SEIU Training and Upgradmg Fund shall be given for
the duration of the program, not to. exceed the lesser of four (4)
years or the length of an Employee’s continuous employment.

6. While on an unpaid leave of absence, an Employee shall not
be entitled to earn holiday pay nor to accrue’sick leave time or
seniority, except as provided in Article IX (Seniority). When an
Employee returns to work following an involuntary leave of
absence, he/she shali be reinstated to his/her former position with
seniority. An Employee:who returns to work from a voluntary
leave of absence will be reinstated to his/her former job or
another posmon wrthrn the same classification. As a condition of

*Employees may have other rlghts under the Family and Medical Leave Act (FMLA)
and this provision is not meant to interfere with the rights and obligations of the
Employee and the Employer under FMLA,; it is understood that periods of unpaid
leave undér this provision may run concurrently with any eligible FMLA leave.
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reinstatement following a leave of absence for illness, the
Employer may require the Employee to receive the approval of
the Employer’s Health Service.

7. Professional Conferences. Professional workers shall be
entitled to attend professional conferences related to their work on
a reasonable and non-discriminatory basis to the extent that funds
are made available for such purposes within each department in
each Employer. Absences pursuant to this provision are subject to
the discretion of the department head concerned.

ARTICLE XX
Past Practices

1. The specific past practices of each Employer are those set
forth in Stipulation III, which is annexed hereto, which was arrived
at pursuant to the provisions of the last paragraph of Article XVIII
of the 1974-1976 collective bargaining agreement.

2. Employees hired on or after July 1, 1974 or who are trans-
ferred into a bargaining unit job on or after such date shall not be
entitled to receive greater benefits than are provided by the 1199
NBE

ARTICLE XX1
Severance Pay

Employees with one (1) or more years of bargaining unit
seniority, who are permanently laid off, or who are temporarily
laid off* in excess of seven (7) days, shall receive severance pay at
the rate of one (1) weeks pay for each year of bargaining unit
seniority, pro-rated, up to a maximum of four (4) weeks pay, at
his/her regular pay in effect at the time of such layoff, provided that
the amount of severance pay shall not exceed the regular pay the
Employee would have earned during the period of the layoff.

ARTICLE XX11
League /1199SEIU Training and Upgrading Fund

1. The parties shall continue planning for and training ade-
quate health personnel for Employers covered by this Agreement
through the League/1199SEIU Training and Upgrading Fund
(((TUF)))

The contribution to the TUF shall be an amount equal to
one-half percent (.5%) of the gross payroll of the Employees for

*As used in this paragraph, the term temporarily laid off does not include a layoff
arising out of a labor dispute at the Employer. Severance pay for temporary layoffs
shall be effective Novemnber 1, 1986.
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the preceding month exclusive of amounts earned by the Employ-
ees during the first two (2) months following the beginning of
their employment.

Contributions so received by the Trustees shall be used to
study Employer manpower needs, including shortages in entry
level jobs, upgraded positions and credential jobs; to develop
career ladders, and to subsidize Employees in training and, when
necessary, the costs of training in areas of manpower shortages.

The Trustees will be requested to seek grants from outside
sources including the State and Federal governments for training
to reduce the negative unpact arising from layoffs or potential lay-
offs.

The Trustees of the TUF, in addition to the moneys received
from Employers, shall attempt to secure such additional funds as
may be available from public or other private sources. In addition,
the Trustees shall seek community codperation in such programs.

2. The Trustees of the TUF shall be composed of an equal num-
ber of representatives designated by the Union and by the League.

3. The Trustees of the TUF shall develop programs to provide
Employees who are laid off or who are potentially affected by lay-
off with retraining for lateral and/or upgrading opportunities. The
purpose of such programs shall be to minimize the effect of actual
or potential layoffs and may include stipends to supplement unem-
~ ployment compensation, severance pay, etc. as deemed necessary

- and appropriate by the Trustees. All matters concerning the partic-
ulars of such programs including, among others, questions of eli-
gibility, limitations, duration and amount, shall be determined by
the Trustees..

4. The League and the Union will request that the Trustees con-
sider ways to expand the number and location of conferences,
workshops and seminars which may be attended particularly by -
professional Employees in order for them to keep abreast of devel-
opments in their fields.

5. The Employer will make a good faith effort to adjust sched-
ules so that Employees can take training courses.

6. The Employer will make a good faith effort to make space
available for training.

ARTICLE XXI1I
Benefit Fund

1. The Employer shall continue to contribute to the 1199SEIU
National Benefit Fund for Health and Human Service Employees
(“NBF”) in an amount equal to the percentage as specified in this
Article XX111, paragraph 5(c) below, multiplied by the gross payroll
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of the Employees for the preceding month exclusive of amounts
earned by the Employees during the first two (2) months following
the beginning of their employment, reduced by contribution cred-
its, if any, approved by the NBF Trustees.

Such payments shall be used by the Trustees of the NBF for
the purpose of providing the Employees with social benefits, e.g.,
medical benefits, disability benefits, death benefits and hospital
benefits as the Trustees of the NBF may from time to time deter-
mine.

2. It is agreed that the NBF will provide disability benefits for
the Employees covered:by this Agreement, in accordance with the
requirements of the New York State Disability Benefits Law. In
view of the assumption of this obligation by the NBE, the
Employer agrees not to make any deductions from the covered
Employees’ wages on account of disability benefits. The NBF will
certify the assumption of this obligation in connection with dis-
ability benefits to the appropriate State agency and to the
Employer.

3. The Trustees shall continue to provide NBF enrollment cards
to the Employers in accordance with its prior practice.

4. The Union and the League hereby direct the Trustees to
implement the cost containment measures set forth in Exhibit E.

5. The Union and the League shall appoint a committee that
will develop a program to provide the best possible health care and
health benefits.

(a) In designing this program, the Union and the League
agree to be guided by the following objectives. The NBF will:

(i) Promote health and prevent disease;

(ii) Provide comprehensive health benefits in a cost-effec-
tive manner, and when fully operational, at no costs to covered
Employees and their eligible dependents;

(iii)Provide improved access to high quality health care
providers participating in the Plan;

(iv) Seek to eliminate and/or eliminate all Employee out-
of-pocket cost through maximizing the availability of services from
member institutions and affiliated, participating providers {includ-
ing but not limited to physicians, dentists and mental health

* providers);

(v) Permit Employees and their eligible dependents to
exercise choice of providers;

(vi) Seek ways through management of quality, utilization
and price to restrain the growth in cost while maintaining the
scope and improving the quality of services.

(b) To achieve these objectives the Union and the League
diréct the NBF Trustees to develop a comprehensive health: care
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service network organized around a-core of accessible, high quality
primary care providers in accordance with the substantive provi-
sions contained in the agreement between the League and 1199
dated June 28, 1994.

(c) Effective as of September 1, 2007, the contribution rate
shall be increased from 20.85% to 22.5% of gross payroll as
defined in paragraph 1. Effective October 1, 2007 and each twelve
(12) months thereafter the rate shall be adjusted, as determined by
the Fund actuary, to the level required to maintain all existing ben-
efits including those improved in this Agreement and a minimum
one (1) month surplus (defined as a surplus equal to one (1)
month’s contributions) through the expiration of the contract.

(d) The NBF required contribution rate (URR) shall be
increased for all NBF contributing employers to 22.5% effective as
of September 1, 2007.

(e) In addition, during the calendar year 2008, each Employ-
er shall contribute to the NBF its pro-rata share of temporary lump
sum contributions of approximately $42 million. This is estimated
to be .84% of the total NBF contribution payroll for all NBF con-
tributing Employers as of April 30, 2008. For each of the next two
(2) calendar years the foregoing amount shall be recalculated using
.84% of the estimated total NBF contribution payroll as of April
30, 2009 and April 30, 2010, respectively. Each NBF contributing
Employer shall contribute its pro rata share of the amount deter-
mined for each of the three (3) calendar years as provided below.
The three temporary lump sum contributions are estimated to
produce $126 million over 41 months.

The NBF URR shall be amended to require, in addition to
the 22.5% contribution rate, all NBF contributing Employers to
make temporary lump sum contributions of .84% of their 1199
gross payroll commencing with the contribution due January 30,
2008 and ending with the contribution due December 30, 2010.
Effective January 1, 2011 this temporary URR provision shall
expire and the total URR shall be 22.5%.

(f) The League and its member institutions agree:

(i) To expand the NBF’s preferred provider program, the
League will make maximum effort to encourage its member insti-
tutions to recruit affiliated physicians, mental health providers,
dentists and other providers to accept NBF reimbursement as pay-
ment in full for medical, dental and all ancillary services.

(ii) To designate appropriate top management with
authority to implement this program with the NBE.

(iii) To sponsor and conduct at the work place, with the
NBE, health promotion/disease prevention programs which may
include hypertension testing and treatment, breast cancer screen-

|
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ing, nutrition, smoking cessation and other wellness programs.

(g) The NBF may spend up to $40 million during the-period
July 1, 2007 through September 30, 2011 for the purpose of
improving,the medical and dental schedules for panel providers.
In the event that the Actuary determines that the contributions
and contribution diversions agreed to under this Agreement aré

* insufficient to cover the cost of such improvements, additional

Pension Fund contributions shall be diverted to the NBF to cover
the shortfall.

(h) The Cost Savings Committee (“Committee”), consisting
of the President of the Union and the President of the League, that
was established under the 2004-2008 CBA shall continue according

‘to its current mandate. The functions of the Committee include

establishing a baseline for measurement, setting benchmarks and
milestones, measuring the results of and monitoring the effect of
the savings program referred to in this Agreement. The Commit-
tee shall also seek additional ways to improve the cost efficiency of
the Benefit Fund.

Effective May 1, 2005, and every twelve (12) months there-
after, a consultant retained by the Committee shall determine if the
anticipated savings are being achieved. In the event of a shortfall,
the President of the League and the President of the Union shall
decide whether to direct a diversion from the PF to the NBF to
make up such shortfall.

In addition, the Committee shall review and make recom-
mendations to streamline the Funds’ collection procedures in Arti-
cle XXV of the CBA.

(i) Effective May 1, 2008 the HWE/RN Credits shall be in-
creased to $6,000 per year (implementation consistent with prior
methodology).

ARTICLE XXIV
Pension

1. (a) Except as provided below, Employers shall contribute
each month to the 1199SEIU Health Care Employees Pension
Fund (“PF”) in an amount equal to six and three-quarters percent
(6.75%) of gross payroll of the Employees for the preceding month
exclusive of amounts earned by the Employees for the first two (2)
months following the beginning of their employment.

“Such payments shall be used by the Trustees of the PF for the
purpose of providing Pension or Retirement benefits for the

.Employees as the Trustees of the said PF may from time to time

determine.
" (b) As of February 1, 2004, the PF actuary will review the
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wage and earnings assumptions and the six and three quarters per-
cent (6.75%) contribution rate. If he/she concludes that any
change is advisable, he/she will make appropriate recommenda-
tions which shall be referred to the President of the Union-and the
President of the League. In the event of a dispute, resolution shall
be by the CIPC process.

(¢) Pension Contribution Diversions, Suspensions of contri-
butions to and diversions of contributions from the Pension Fund
shall be as set forth in the side letter attached to this Agreement.
(See pp. 110-112.)

2. Pension Improvements

(a) Current Retirees’ Pension Benefits shall be increased by
three percent (3%) effective April 1, 2008, three percent (3%) effec-
tive December 1, 2009, and three percent (3%) effective December
1,2010.

(b) Effective February 1, 2011, increase the multiplier used
for calculating benefits based upon future service from 1.85 to
1.875% for participants whose last hour of vesting service under
the Plan is on or after February 1, 2011.

3. Such PF at all times shall take whatever action is necessary to
secure and retain approval of the U.S. Internal Revenue Service as
a qualified pension fund.

4. The Employer shall not withdraw from the Social Security
Program.

ARTICLE XXV
Enforcement of Articles IXA, XXII, XXIII, XXIV, XXXVII
and XLII (the Funds)

1. The Employer shall remit the contributions required under
Articles IXA, XXII, XXIII, XXIV, XXXVII and XLII to the Funds on
a monthly basis, based upon the previous month’s payroll. Pay-
ments shall be due no later than thirty (30) days following the pay-
roll month on which they are based. By way of example, an August
contribution shall be based on the payroll for the month of July
and shall be made no later than the 30th day of August. The
Employer shall submit regular monthly reports with its contribu-
tions in such form as may be necessary for the sound and efficient
administration of the Funds and/or to enable the Funds to comply
with the requirements of Federal and applicable State law and for
the collection of payments due pursuant to Articles IXA, XXI1I,
XXII1, XXIV, XXXVII and XLII of this Agreement.

.. 2. The Employer agrees to make available to the Funds such
records of Employees as classifications, names, social security
numbers, days worked, and accounts of payroll and/or wages paid
which the Funds may require in connection with the sound and




'COLLECTIVE BARGAINING AGREEMENT 81

efficient operation of the Funds or that may be so required in order
to determine the eligibility of Employees for Fund benefits, and to
permit Accountants for the Funds to audit such records of:the
Employer. It is the agreement of the League, the Union and the

Funds to implement electronic transmission of contributions and . -
reports.and to streamline reporting requirements. The League, the * -

Union and the Funds will meet to discuss the most practicable
implementation program to achieve this objective. :Electronic
transmission of contributions and reports shall be as set forth’in"
the side letter attached to this Agreement. (See p. 138.) '

3. If a payment or payments are not made in compliance with
paragraph 1 of this Article XXV, the Employer shall, from and after
the due date thereof, and-until full payment of arrears is made pay
interest on such arrears at the rate of one and one-half percent
(1.5%) per month or the maximum permitted by law, whichever is
less. In addition, there shall be prompt arbitration thereof before
the Impartial Arbitrator designated under this Article. The Arbi-
trator is hereby empowered to:

(a) direct the remedying of such violations up to the date of
hearing that have not been cured;

(b) direct that there shall be no further violations of such
provision(s) of these Articles;

- (c)direct that the following amounts, being the reasonable
costs and expenses in connection with each Fund arbitration pro-
ceeding, be paid to the Fund(s) by the Employer:

(i) for an uncontested proceeding, the lesser of ten per-
cent (10%) of the amount found due to each Fund or five hundred
dollars ($500) to each Fund involved.

(ii) for a contested proceeding, the lesser of twenty per-
cent (20%) of the amount found due to each Fund or one thou-
sand dollars ($1,000) to each Fund involved.

' (d) In the event that an Employer fails to make payment of _
contributions as required by Articles IXA, XXII, XXIII, XXIV,
XXXVII and/or XLI], the Arbitrator shall also have the power to
require the properly authorized agent of the Employer to sign a
Confession of Judgment in the amount of the Award including
interest, costs and expenses as hereinabove provided within ten
(10) days from the issuance of the Award.

4, Notwithstanding the foregoing, in cases where an Employer
has voluntarily agreed to a verification of the amounts contributed
to a Fund through an inspection of the payroll records of its
Employees by a Certified Public Accountant retained by the Funds,
the Employer shall not be obligated to make retroactive interest
payments or payment of costs and expenses pursuant to paragraph
3(c) of this Article XXV where the Employer proves to the satisfac-
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tion of the Arbitrator designated under this Article that the-princi-
pal amounts.at issue-were not contributed because of a genuine
oversight by the Employer. In such a case, interest upon the princi-
pal amounts determined- by the Certified Public Accountant
~ retained by the Fund shall be due the'Fund at the rate specified in
~ the immediately preceding paragraph from and after the earlier of
the following dates: (1) the date of the Award of the Arbitrator des-
ignated under this Article; or (2) thirty (30) days following receipt
of a written request for payment from the Fund which sets forth the
amount claimed, and the basis upon which it has been determined.

5. Alan R. Viani is hereby designated as the Impartial Arbitrator
to hear and determine any disputes which may arise between the
parties with regard to payment of contributions and/or interest
under Articles IXA, XXII, XXIII, XXIV, XXXVII and/or XLII and the
enforcement thereof under Article XXV. Such arbitration shall be
heard no later than ten (10) days after written request for arbitration
is submitted to the Arbitrator. The Award of the Arbitrator shall be
issued within five (5) days thereafter. In the event of a vacancy in
this position for whatever cause, the parties shall expedite the selec-
tion of an arbitrator to fill the vacancy. If the parties are unable to
agree, such disputes shall be handled in accordance with Article
XXXII until such time as the parties do agree on a replacement.

6. In the event that the attorneys for the Fund(s) or the Union
are required to move in court for confirmation of the Award or to
oppose a stay and/or motion to vacate or set aside the Award in
whole or in part, reasonable attorney’s fees shall be imposed by the
Court, if the Award is confirmed or the stay denied. Service of
notices, papers, petitions, summonses or other process to enforce
or confirm awards or judgments with respect to the collection of
contributions to the Fund may be by certified or registered mail.

7. In the event that the Trustees of the Fund(s) have terminated

. benefit coverage or pension credits to Employee(s) because the
Employer has failed to comply with the contribution requirements
of Articles IXA, XXII, XXIII, XXIV, XXXVII and/or XLII, then the
Employer shall be directly liable to the affected Employee(s) for
benefits to which the Employees would otherwise be entitled under
the Funds; the amount of any benefits directly paid by the
Employer pursuant to this paragraph may not be credited or off-
set by the Employer against the amounts due the Fund(s) under
Articles IXA, XXII, XXII, XXIV, XXXVII and/or XLI], it being
understood that the Employer shall continue to be obligated to
make contributions to the Fund(s) in accordance with Articles
IXA, XXII, XXIII, XXIV, XXXVII and/or XLII. However, in the
event that the Employer pays all past due contributions, interest,
costs and expenses as provided-in this Article, it shall be entitled to
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a credit equal to sixty-five percent (65%) of the actual audited ben-
efits paid directly, but shall in addition be liable for the costs of
auditing such direct payments in the amount of fifteen percent
(15%) of such amount.

8. Each of the Funds shall be held and administered under the
terms and provisions of an Agreement and Declaration of Trust,
and any amendments thereof, which provides for equal répresen-
_ tation by the Union and the Employers contributing to that Fund
and that any dispute whatsoever that may arise or deadlock that
may develop among or between said Trustees shall be submitted t6
arbitration before an Arbitrator or Umpire, except as may be oth-
erwise provided for in said Agreement and Declaration of Trust,
and his/her decision shall be final and binding. Such Trust Agree-
ment shall provide for bloc voting.

9. An independent audit of each Fund shall be made annually and
a statement of the results thereof shall be furnished to the Emiployer.

" 10. The League and the Union agree that on request by the
Union, they will execute an agreement prospectively reducmg the
contribution rate to the PF and simultaneously increasing the con-
tribution rate to the NBF and/or the TUE. The total amount of
contributions redirected to the NBF and/or TUF shall be in the
same amount as the reduction in contributions to the PE.

- -11. The Employer agrees that the provisions of Articles IXA,
XXII, XXIII, XXTV, XXV, XXXVII and XLII, will continue-in full
; force and effect in the event of any change in the name, composi-
tion or structure of any or all of the Funds or the creation of any
successor fund which assumes the responsibility to provide the
same or similar benefits to the Employees covered by this Agree-
. ment, which change or changes are consented to by a majority of
the Union Trustees and a majority of the Employer Trustees desig-
nated by the League or by operation of law. In the latter event, all
payment and other obligations referred to herein will be to the suc-
cessor fund.

ARTICLE XXVI
Uniforms

I. The Employer shall provide, launder and maintain any uni-
forms which it requires the Employees to wear, except where an
amount of money is allocated for such purposes as set forth below.

2. There shall be paid the foltowing uniform allowance:

To Licensed Practical Nurses - $175 per year

To Dieticians - $175 per year
| 3. In cases where an Employee purchases, launders or maintains
. required uniforms, an appropriate allowance shall be negotiated.
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ARTICLE XXVII
Management Rights

l. Except as in this Agreement otherwise provided, the
Employer retains the exclusive right to hire, direct and schedule the
working force; to plan, direct and to control operations, to discon-
tinue, subject to the provisions of paragraph 3 of this Article, or
reorganize or combine any department or branch of operations
with any consequent reduction or other changes in the working
force; to hire and lay off Employees; to promulgate rules and regu-
lations; to introduce new or improved methods or facilities regard-
less of whether or not the same cause a reduction in the working
force and in all respects to carry out, in addition, the ordinary and
customary functions of management. None of these rights shall be
exercised in a capricious or arbitrary manner.

2. The Union, on behalf of the Employees, agrees to cooperate
with the Employer to attain and maintain full efﬁcxency and maxi-
mum patient care and the Employer agrees to receive and consider
constructive suggestions submitted by the Union toward these
objectives.

3. Subcontracting.

(1) Employers who are presently subcontracting all or any
part of their present services of whatever nature or description to
other employers who pay the economic equivalent of the total
compensation package provided for in this Agreement, including
wages, benefits and other labor costs, may continue to do so with-
out restriction.

(2) Employers who are now subcontracting all or any part of
their present services to other Employers who however, do not pay
the economic equivalent of the total compensation package pro-
vided for in this Agreement, including wages, benefits and other
labor costs, may continue to do so without restriction provided
that the total amount of such services presently so subcontracted
shall remain at the current existing level. In the event, however,
that the present level* of such subcontracted services shall, at any
time in the future, be increased by a figure in excess of twenty per-
cent (20%) of the present total amount of such subcontracted ser-
vices, then and in that event the parties shall attempt to negotiate a
solution concerning such increase. Partial increases in the level of
such subcontracted services are not to be considered until the
totality of such increases reach or exceed the aforesaid twenty per-
cent (20%) figure. Failure to arrive at an adjustment within twenty

*The term “present level” when used in this Article XXVII refers to the date speci-
fied in the Cahn Award.
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(20) days after such increase, the matter shall be submitted to an
impartial arbitrator, whose function it shall be to determine (a) the
ability or inability of the Employer to accommodate itself (because
of a manpower shortage or any other legitimate reason) to the
increased services without the need to subcontract to an employer
which does not pay the economic equivalent of the total compen-
sation package, including wages, benefits and other labor costs,
provided for in this Agreement; (b) the health, safety and welfare of
the Employer’s patients who might be affected by the alleged
inability of the Employer to accommodate itself to the required
increase in services. This factor (b) shall be deemed and consid-
ered as the prime objective; (c) the purpose and function of the
subcontracted - work must be given first consideration.and not the
nature of the job duties or skills of the individual Employees.

(3) In the event that two or more Employers covered by a
collective bargaining agreement with the Union shall at any time in
the future desire to combine for the purpose of creating a central-
ized agency to perform services of any kind, nature or-description
theretofore required by the Employer participating in such central-
ized agency, the transfer of such services to such centralized agency
shall not be deemed nor considered as subcontracting provided
that the-services so performed by the centralized agency shall be
performed by members of the Union and that such centralized
agency enter into a collective bargaining agreement with the
Union, which shall contain the same terms and conditions as are
presently contained in the current Collective Bargaining Agree-
ment, or as such terms and conditions shall be amended by any
subsequent Collective Bargaining Agreement.

(4) Except insofar as it is limited by item (2) hereof, no
Employer shall hereafter subcontract to any profit or non-profit
organization any of its (a) service and/or maintenance work, (b)
clerical and/or office work, (c) licensed practical nurse work of any
kind, nature or description. Employers who are presently sub-con-
tracting any part of the above listed work may continue to do so
but in the event, however, that the level of such presently sub-con-
tracted services shall, at any time in the future, be increased by a
figure in excess of twenty percent (20%) of the total amount of
such presently subcontracted services, then and in that event the
procedures for adjustment and the criteria outlined in Section (2)
hereof shall become applicable. The itemization of (a), (b) and (c)
above listed shall be deemed to include but shall not be limited to
kitchen operations, laundry services, dietary service, housekeeping
services, day-to-day service and maintenance work having to do
with upkeep functions which are routine or frequently recurring
rather than unusual or infrequent, janitorial work, porter work,
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clerical, office accounting work; etc.

(5) Except insofar as it is limited by items (2) and (4) hereof,
any Employer which:presently subcontracts for the preparation
and purchase of kosher or othér specialized foods may continue to
do so. In the event an Employer shall be required to increase such
presently subcontracted services by a figure in excess of twenty per-
cent (20%) of the present total amount of such subcontracted ser-
vices, then the procedures outlined in Section (2) hereof shall
become applicable. '

(6) In the event of any emergency such as fire, epidemic,
power failure, machine breakdown, war, major catastrophe and the
like, any Employer may subcontract part or all of any of its services
for the duration of the emergency. This itemization shall not be
deemed nor construed as being limited solely to the above listed
emergencies.

(7) Any Employer may, if it desires, subcontract any and all
technical and/or laboratory services which, in the Employer’s opin-
ion and judgment, it cannot properly, adequately nor fully perform
s0 as to protect the health, safety and welfare of its patients. In the
event, however, that the Union shall claim an abuse of such judg-
ment then the procedures for adjustment of that claim shall be
resolved in accordance with the method and tests set forth in item
(2) hereof. This section shall not be deemed nor considered as
applying to those Employees who may be attached to the labora-
tory or technical staff and classified as laboratory or technical
Employees, but who are performing maintenance, porter, cleaning
or upkeep services for the laboratory and/or technical department.

(8) Any Employer may subcontract any and all diagnostic
and/or specialized medical services which would improve its diag-
nostic abilities and/or specialized medical services involving the
health and welfare of its patients whenever such member is
unequipped, because of a manpower shortage or absence of appro-
priate mechanical, electrical or electronic equipment to provide its
patients with such care. If, at any time in the future, any one or
more of these elements are substantially reduced or the member
acquires the-appropriate mechanical, electric or electronic equip-
ment, then and in that event the question of whether or not such
member shall thereafter itself perform such services shall be sub-
mitted to negotiation, and failing adjustment, the procedures and
tests outlined in Section (2) hereof shall become applicable.

(9) The parties agree to appoint a joint committee to study
subcontracting.

4. Monitoring and Enforcement of Recognition and Subcon-
tracting Provisions.

(a) The Employer shall provide the Union with a semi-
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annual report including name, date of hire and job title, for all

non-union positions below supervisor which were created since

" July'1, 1984 in departments wheré bargaining unit work is being

performed. Such report will include non-supervisory clerical

‘Employees, Employees in such titles as Assistant Supervisor, Coor= . - -

dinator, Lead Worker, Analyst, Technical Supervisor, Administrative -- -~

" Assistant, Supervisory Assistant and any other non- superv1sory
‘positions in the department:- g

In addition, the Employer will provide a count of the number
of supervisory staff who supervise bargaining unit positions by
department (in the Nursing Department, RN and titles above RN
shall not be included).

" (b) The Employer shall provide the Union with a semi-
annual staffing/payroll report by department, which shall include
name, Social Security number, date of hire, salary and hours
worked, for all bargaining unit members including full-time and
part-time Employees, as well as one-fifth (1/5) or less part-timers,
temporary, or contingent workers, etc.

" (c) The Employer will also include in the semi- -annual report
all utilization of ‘agency personnel covering bargaining unit vacan-
cies, temporary positions or emergency leaves and all bargaining
unit vacancies by department for which the Employer is recruiting,
including date the vacancy began and how the vacancy is being
covered. Such report will be submitted in a mutually agreed upon
format.

(d) The report shall include job descriptions for all positions
including non-union positions as stated in subsection (a) above
and any job description which has been changed from the last
reporting period.

(e) The Employer will provide an annual report of all sub-
contracting identifying subcontractor, nature and volume of work
performed in those departments included in the bargaining unit
and the time period during which such subcontracting took place
in that year.

(f) The above reports shall be submitted in a mutually
agreed format which may include a Lotus format.

(g) The Employer shall not be required to file duplicates of
any information previously provided as part of the informational
request for the 1998 negotiations.

(h) Submission of this information shall not be deemed an
admission or agreement that the Union represents any of the non-
union positions. Criteria which shall determine whether a position
is in the bargaining unit include but are not limited to if the
Employee performs bargaining unit work and if these duties
include legitimate supervisory functions.
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(i) The Employer agrees to meet with the Union upon
request to discuss the contents of said reports. If disputes arise
about whether the Employee in subsection (a) above should be
covered by this Agreement or, if work is being subcontracted in
violation of the subcontracting clause or, if the recognition clause
is being violated, such-disputes shall be submitted to the expedited
mediation and arbitration-procedure set forth in Article XXXIA
and XXXI1I or to CIPC under its procedures.

ARTICLE XXVIII
Resignation

1. An Employee who resigns shall give the Employer advance
notice equal to the initial annual vacation entitlement for his/her
job classification.

2. An Employee who gives notice of resignation, as provided
above, or whose employment is terminated, shall be entitled to
receive payment for unused vacation time accrued on the effective
date of the resignation or termination. If notice is not given as pro-
vided above, an Employee shall not be entitled to such payment,
provided it was possible for the Employee to have given such notice.

ARTICLE XXIX
Discharge and Penalties

1. The Employer shall have the right to discharge, suspend or
discipline any Employee for cause.

2. The Employer will notify the Union in writing of any dis-
charge or suspension within forty-eight (48) hours from the time of
discharge or suspension. If the Union desires to contest the dis-
charge or suspension, it shall give written notice thereof to the
Employer within five (5) working days, but no later than ten (10)
working days from the date of receipt of notice of discharge or sus-
pension. Ini such event, the dispute shall be submitted and deter-
mined under the grievance and arbitration procedure hereinafter set
forth, however commencing at Step 3 of the grievance machinery.

If the Unton notice of contest is given from six (6) days to ten
(10) working days after receipt of notice of discharge, the days
beyond five (5) days shall be deemed waived insofar as back pay is
concerned.

3. If the discharge of an Employee results from conduct relating
to a patient and the patient does not appear at the arbitration, the
arbitrator shall not consider the failure of the patient to appear as
prejudicial.

4. The term “patient’ for the purpose of this Agreement shall
include those seeking admission and those seeking care or treat-
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_ment in clinics or emergency rooms, as well as those already
admitted.

“5. All time limits herein specified shall be deemed exclusive of
Saturdays, Sundays and holidays.

ARTICLE XXX
No Strike or Lockout

‘ 1. No Employee shall engage in any strike, sit-down, sit-in,
" slow-down, cessation or stoppage or interruption of work, boycott,
-or other interference with the operations of the Employer.

2. The Union, its officers, agents, representatives and members,
shall not in any way, directly or indirectly, authorize, assist, encour-
age, participate in or sanction any strike, sit-down, sit-in, slow-
down, cessation or stoppage or interruption of work, boycott, or

- other interference with the operations of the Employer, or ratify,
condone or lend support to any such conduct or action.

3. In addition to any other liability, remedy or right provided by
applicable law or statute, should a strike, sit-down, sit-in, slow-
down, cessation or stoppage or interruption of work, boycott, or
other interference with the operations of the Employer occur, the
Union, within twenty-four (24) hours of a request by the
Employer, shall:

" (a) Publicly disavow such action by the Employees.
. (b) Advise the Employer in writing that such action by
Employees has not been called or sanctioned by the Union.

(c) Notify Employees of its disapproval of such action and
instruct such Employees to cease such action and return to work
immediately.

~ (d) Post notices at Union Bulletin Boards advising that it dis-
approves such action, and instructing Employees to return to work
immediately.

4. The Employer agrees that it will not lock out Employees dur-
ing the term of this Agreement.

ARTICLE XXXI
Grievance Procedure

1. A grievance shall be defined as a dispute or complaint arising
between the parties hereto under or out of this Agreement or the
interpretation, application, performance, termination, or any
alleged breach thereof, and shall be processed and disposed of in
-the following manner:

‘Step 1. Within a reasonable time (except as provided in Articlé

: XXIX) an'Employee having a grievance and/or his/her Union del-
‘egate or other representative shall take it up with his/her immedi-
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ate supervisor. The Employer shall give its answer to the Employee
and/or his/her Union delegate or other representative within five
(5) working days after the presentation of the grievance in Step 1.

Step 2. If the grievance is not settled in Step 1, the grievance
may, within five (5) working days after the answer in Step 1, be pre-
sented in Step 2. When grievances are presented in Step 2, they
shall be reduced to writing, signed by the grievant and his/her
Union representative, and presented to the grievant’s department
head or his/her designee. A grievance so presented in Step 2 shall
be answered by the Employer in writing within five (5) working
days after its presentation.

Step 3. If the grievance is not settled in Step 2, the grievance
may, within five (5) working days after the answer in Step 2, be pre-
sented in Step 3. A grievance at this step will be presented in writ-
ing to the Personnel Director or Administrator of the Employer, or
his/her designee. A grievance meeting will be scheduled for a
mutually agreeable date and time during normal business hours
promptly following the receipt by either party of a written request
by the other for such grievance meeting as follows:

(a) for disciplinary grievances involving discharges or sus-
pensions within fifteen (15) working days; (b) for other grievances
twenty-five (25) working days.

If the parties cannot agree on a date and time for a grievance
meeting within this period, then each side will offer in writing
three (3) dates and times (during normal business hours) from
which the other side will pick one. From the two (2) dates so
selected one will be chosen by the parties on alternating grievances
provided such date is not more than fifteen (15) working days or
twenty-five (25) working days from the date of the request for a
grievancé meeting depending on the type of grievance. Notwith-
standing the above, each side will be entitled to one (1) adjourn-
ment of this date by written request delivered to the other party
before the scheduled date, in which event a new date will be sched-
uled within fifteen (15) or twenty-five (25) working days of the ini-
tial scheduled date depending on the type of grievance. Selection
of an adjourned date shall be according to the same procedure
used to schedule the original date. The Employer shall use its best
efforts to render its written decision within five (5) days after the
third step grievance meeting; in no event will its written decision
be rendered more than ten (10) days following such meeting.

_ Failure of either party to appear and fully present its case at
the grievance meeting on the scheduled date and time or of the
Employer to render its decision within the time limit set forth
above shall result in a default by-such party and the grievance shall
be deemed granted by the Employer, or waived by the Union as the
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case may be, but solely with respect to the particular grievance (i.e.,
the deemed grant or waiver will not bind or be a precedent in other
cases). In cases involving violence, theft, patient abuse, substance
abuse on premises, or serious misconduct of equivalent level, the
default may be cured within ten (10) days of default notification (i)
by either party by appearance and full presentation of its case at a
third step grievance meeting, or (ii) where the decision was not
rendered timely, by the Employer rendering its decision. This
paragraph shall not apply to a grievance arising from the issuance
of disciplinary warnings where no other disciplinary action (e.g.
termination or suspension, etc.) is involved.

In the event that the number of grievance meetings requested
is beyond the ability of the Employer to schedule within the pre-
scribed timé limits, the Union and the Employer shall attempt to
resolve the problem by mutual agreement. Should they fail to
reach agreement within five (5) working days, George Nicolau shall
resolve the issue of determining if there is a bona fide overload and
the procedure that should apply in such case.

" The above time limits and sanctions shall apply to grievances
presented at Step 3 on or after April 16, 1993.

Failure on the part of the Employer to answer a grievance at
any step shall not be deemed acquiescence thereto (except as pro-
vidéd above with respect to third step grievances), and the Union
may proceed to the next step.

' All third step decisions will be mailed to the Organizer and
Area Director in care of the Union Headquarters (310 West 43rd
Street, New York, NY 10036) and a copy given to the delegate who
handled the case.

' Anything to the contrary herein notwithstanding, a grievance
concerning a discharge or suspension may be presented initially at
Step 3 in the first instance, within the time limit specified in this

Article XXXI, paragraph 1.

Without waiving its statutory rights, a grievance on behalf of
the Employer may be presented initially at Step 3 by notice in writ-
ing addressed to the Union at its offices.

2. All time limits herein specified shall be deemed to be exclu-
sive of Saturdays, Sundays and holidays.

3. Any disposition of a grievance from which no appeal is taken
within the time limits specified herein shall be deemed resolved
and shall not thereafter be considered subject to the grievance and
arbitration provisions of this Agreement.

4. A grievance which affects a substantial number or class of
Employees, and which the Employer representative designated in
Steps 1 and 2 lacks authority to settle, may initially be presented at
Step'3 by the Union representative.
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ARTICLE XXXIA
Mediation

1. It is the intention of the parties that the mediation process

provided for below will be available to assist in the disposition of |

disciplinary disputes and cases of contract application concerning
fact oriented issues, but not to disputes involving contract inter-
pretations which have League-wide ramifications. The latter will
be presented to the Contract Interpretation and Policy Committee
(CIPC) under Article XXXI B.

2. Grievance mediation (effective for grievances presented at
Step 3 on or after November 1, 1992)

(a) Upon the request of either party a grievance not resolved at
the third step shall be submitted to mediation within ten (10) work-
ing days after the completion of Step 3 of the grievance procedure.

(b) The parties shall utilize the Federal Mediation and Con-
ciliation Service (“FMCS”) to administer the mediation procedure
under this Agreement. If the volume of mediation exceeds the
scheduling capability of FMCS or FMCS is otherwise unable to
provide the necessary service, the parties shall establish a list of ten
(10) mediators who will be assigned on a rotating basis. The par-
ties shall continue to investigate other mediation services. In an
effort to create an atmosphere which allows the parties to commu-
nicate efficiently with each other, mediation will be held at the
Employer’s premises provided that there is no disruption of the
Employer’s normal operations nor threat of disruption of such
operations during the mediation process.

(c) The parties may present up to five (5) grievances per
mediation session. Wherever possible, each side shall present its
case within thirty (30) minutes.

Each party will designate a spokesperson among those pre-
sent (no outside lawyers or house counsel).

(d) Cost of mediation is to be borne equally by the parties.

(e) The mediators will attempt to assist the parties to
resolve each grievance on mutually agreeable terms. Any recom-
mendation by the mediator will be made at the time of the meet-
ing. No recommendation by the mediator shall be in writing
(except as the parties may agree) and no positions, testimony or
statement by any. party, his/her representative, the mediator or
witness shall be used in any future arbitration proceeding or for
any other purpose.

(f) All currently outstanding arbitrations involving discipli—
nary chsputes and cases of contract application concerning fact ori-
ented issues, in which no hearing kas yet been held, at the request
of either party, shall be submitted to mediation within one hun-
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dred twenty (120) days of the effective date of this provision. The

~ referral to mediation will not delay any scheduled arbitration hear-.
| -ing unless the parties mutually agree to such delay.

-ARTICLE XXXIB
Contract Interpretation and Policy Committee

1. A Contract Interpretation and Policy Committee (“CIPC%)
shall be created under this Agreement consisting of the President
of the Union and the President of the League, who shall each
appoint one other member. Their appointments for the term of
this contract are Basil Paterson, Esq. and Robert Linn, Esq :

The function of CIPC will be to mediate and attempt to
resolve disputes that may arise under this Agreement in areas
specifically set forth herein which will have major policy implica-
tions, and to ensure the successful achievement of the goals of the
1199 Employment, Training and Job Security Program (see para-
graph 3 below).

In the absence of a resolution by the Contract Interpretatlon
and Policy Committee, the issue shall be submitted to Basil Pater-
son, Esq. and Robert Linn, Esq. Upon their failure to agreée, the
unresolved issue shall be submitted to an arbitrator selected by
them

To expedite its assignments and to deal with routme matters,
the Contract Interpretation and Policy Committee'may establish
procedures to delegate responsibilities as it deems appropriate.

2. A grievance, as defined in Article XXXI (Grievance Proce-
dure), which has not been resolved thereunder and which is sub-
ject to. the jurisdiction of CIPC may be referred to CIPC for
resolution by the Employer, Union or League, provided the Union
or Employer as the case may be, either (a) has filed a timely*
demand for arbitration under Article XXXII, or (b) refers the
grievance to CIPC within thirty (30) working days of completion
of Step 3 of the grievance procedure. CIPC shall:have authority to
resolve:

(a) Disputes involving the following: scope of the recognition
clause; subcontracting; compliance with lay-off provisions; Job
Security Fund and/or Joint Employment Service issues; notice

" requirements; and to impose penalties if Employers fail to call in

available positions or fail to provide other required information or
notices.

* “*Where a party contests the issue of timeliness of a demand for arbitration under

Article XXXI1 with respect to a matter referred to CIPC and otherwise subject to its

" jurisdiction, the CIPC arbitrator designated to hear. the matter shall have jurisdic-

tion to decide the timeliness issue,
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(b) Disputes arising from employment security provisions
and Articles I (Union Security), VI (Joint Employment Service),
VHI (Temporary Employees), VIIIA (Vacancies and Emergency
Vacancies), IX (Seniority), IXA (Employment Security and Job
Security Fund), IXB (Consolidation of Departments and Mergers),

X(8) (new job-rates and titles), (except disputes concerning the
content of restructured or newly created jobs) and all disputes
involving the interpretation or the application of this Agreement
regarding part-timers,

(c) Grievances involving contract interpretation questions
with potential League-wide ramifications;

(d) Other disputes as determined by the parties.

3. In addition, but separate from above, the Contract Interpre-
tation and Policy Committee shall:

", (a) oversee implementation and coordination of the 1199
Joint Employment Service, Training and Upgrading Fund, and Job
Security Fund, and Labor Management Initiatives Fund (collec-
tively the “Employment, Training and Job Security Program” or
“ETJSP”) (See Article XLII). '

(b) Develop ideas to promote quality of work life, including
the 1 use of full-time instead of part-time bargammg unit Employ-
ees, improve working conditions, workload issues and increasing
the skills and value of health care Employees and all related issues.

(c) Review arbitration procedures.

ARTICLE XXXII
Arbitration

1. A grievance, as defined in Article XXXI (Grievance Proce-
dure), which has not been resolved thereunder may, within thirty
(30) working days after completion of Step 3 of the grievance pro-
cedure, be referred for arbitration by the Employer or the Union to
an arbitrator selected in accordance with the procedures of the
American Arbitration Association. The arbitration shall be con-
ducted under-the Voluntary Labor Arbitration Rules then prevail-
ing of the American Arbitration Association.

2.. The fees and expenses of the American Arbitration Associa-
tion and the arbitrator shall.be borne equally by the parties.

3. The award of an arbitrator hereunder shall be final, conclusive
and binding upon the Employer, the Union and the Employees. * -

4. The arbitrator shall have jurisdiction only over disputes aris-
ing out of grievances, as defined in paragraph 1 of Article XXXI,
and he/she shall have no power to add to, subtract from, or modify-
in any way any of the terms of this Agreement.

5.'All grievances contesting a discharge referred to arbitration




R ——

COLLECTIVE BARGAINING AiGREEMENT 95

after the execution of this Agreement shall be conducted in accor-
dance with the procedures of the American Arbitration Associa-
tion under the Voluntary Labor Arbitration Rules then prevailing;
the single panel of arbitrators shall be abolished.

6. The American Arbitration Association will produce one list
of eleven (11) names of arbitrators, seven (7) of whom are mem-

. bers of the National Academyof Arbitrators, and all of whom have
* dates available to hear cases within thirty (30) working days of

selection. The parties will alternately strike names until one
remains who shall be the arbitrator. The time period for selecting
the arbitrator shall be seven (7) business days. The Employer and

-the Union shall strike the first name on an alternating basis.

7. The arbitration hearing shall be held within thirty (30)
working days of appointment of the arbitrator or within thirty
(30) working days of completion of the' mediation procedure if it
has been requested, whichever is later. Neither side shall be entitled
to'more than one (1) adjournment of that date, unless there is
mutual consent. The adjourned date must be within thirty (30)
working days of the postponed hearing date.

4 " 8. If the parties agree; the arbitrator shall hear more than one

case in a day.

9. No briefs shall be submitted in dlscnplmary cases heard in
one day. The parties agree in principle - and the arbitrators will be
instructed - that briefing should be avoided or limited in all cases
unless complexity of the issues demand briefing. In such situa-
tions, the parties must agree on the filing of briefs or obtain
approval from the arbitrator to file briefs.. Briefs, if permitted, are
to be filed within two (2) weeks of hearing.

10.. Arbitrators’ decisions are to be rendered within.two (2)

. weeks. However, in disciplinary cases, awards shall-be issued
- within forty-eight (48) hours with an dpinion.to.follow. - .-

11. Arbitrators are to be instructed to issue succinct decisions
in all cases, attempting, wherever possible, to limit study and writ-
ing time to one-half (1/2) day.

. 12. The parties shall designate a panel of six (6) arbitrators who
shall hear cases arising under Article X (Wages and Minimums) para-
graph 8 of the Agreement.

13. Exhibit F hereto shall apply with respect to arbitrations of
residual classifications.

14. Voluntary Arbitration Pro;ect

In order to reduce the delay and cost of arbitrations, the par-
ties agree to establish a pilot project by May 31, 2005, unless
extended by CIPC, which shall apply only to discipline cases. A
Committee shall be appointed by the parties, consisting of equal
numbers (see ¢, below), which shall establish.appropriate rules and
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procedures, which shall include the following provisions:
" (a) Employers may join the program on a voluntary basis.
(b) An administrator shall be appointed and his or her salary
and all administrative expenses will be paid by the LMI Fund.

(c) A:group:of arbitrators shall be selected by B. Mclver, G. -

Gresham, B. Paterson and R. Linn. - Fixed dates each month shall be
set aside by said arbitrators to hear such grievances.

(d) It is the intention of the Union and the League and the
Employers who participate to have these cases heard and decided
on an expedited basis: .If possible, hearings shall be concluded in
one (1) day, except-where the parties or the arbitrator decide an
additional day or days is required. In no event shall the Union or
an Employer be deprived of the opportunity to present pertinent
testimony or other evidence which it deems necessary for the Arbi-
trator to render an appropriate award. The Arbitrator is empow-
ered to decide any disputes concerning this issue.

(e) Employers who agree to participate in this program shall
appoint senior representatives who will join George Gresham,
Bruce Mclver, Basil Paterson and Robert Linn in administering this
program. For each such appointment, the Union shall appoint a
counterpart representative from its staff.

(f) Once the rules have been established and arbrtrators
selected, other (non-League) employers which contribute to the
LMI Fund may join the program. - .-

ARTICLE XXXIH
Effect of Leglslatlon Separability

It is understood and agreed that all agreements herem are sub-
jectto all apphcable laws now or hereafter in effect; and to the law-
ful regulatrons, rulmgs and-orders-of regulatory commissions: or
‘agenaes having jurisdiction. . If any-provision of this Agreement is
in contravention of the laws or regulations of the United States or
of the State of New York, such provision shall be superseded by the
appropriate provision of such law or regulation so long as same is
in force and effect; but all'other provisions of this Agreement shall
continue in full force and effect

" ARTICLE XXXIV
. lnd1v1dual Stlpulatlons .
No agreement between the Employer and the Union which pro-
vides for an-addition to or modification of this Agreement, includ-

ing the strpulatrons between each Employer and the Union to be
annexed hereto, shall be effective until a copy thereof shall have




) [VCOL»LECTIVE BARGAINING AGREEMENT

} been countersigned on behalf of the League.

The League will help facilitate the signing of the stipulations.
ARTICLE XXXV
Supersedes MOA

This Agreement supersedes the 2004-2008 1199/League Collec-
tive Bargaining Agreement (“CBA”) and the Memorandum of

_ Agreement dated January 22, 2007 (“MOA”), except for those pro-
visions preserving prior local agreements and stipulations between

1199 and the individual Employers, which remain in full force and

- effect, unless expressly modified during the course of these negoti-
-ations and incorporated in this Agreement.

" All terms and conditions in the prior collective bargaining agree-
ments covering the new institutions and/or bargaining units of
Employees, including former 144 institutions/units, former AVNH
institutions, and others that were not covered by the 1998-2001,

- 2001-2005 or 2004-2008 1199/League collective bargaining agree-
nments, shall remain in full force and effect and shall be deemed -

- local agreements to this Agreement; unless expressly modified dur-

" ing the course of these negotiations and incorporated into this

Agreement.” Notwithstanding the preceding sentence, the extent to

-which the terms of the League Multi-Employer Contract will apply
- to former Local 721 Bargaining Units at Medisys facilities and New

York Downtown Hospital, and at Village Nursing Home shall be in
accordance w1th their respective MOA’s with the Union.

ARTICLE XXXV1
Negotiation of Local Issues

In those instances where either the Employer or the Union has _

 raised issues for local negotiation during the course of these nego-

tiations(“local issues™), the Employer and the Union shall con-

- tinue to bargain over local issues. The execution of this Agreement

shall be without prejudice to the rights or remedies of either party
with respect to such local negotiations; the grievance and arbitra-
tion provisions and the no-strike clause shall not apply to disputes

- over local issues.

ARTICLE XXXVII
Child Care

~ The Employer shall continue to contribute to the 1199SEIU/
Employer Child Care Fund (“CCF”) at a rate of one-half percent
(.5%). All Child Care funds shall be commingled under terms
approved by thie Trustees.
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ARTICLE XXXVIII
. Housing .

The League agrees to support efforts to assist 1199 members in
obtaining quality, affordable rental and ownership of housing. As
such, the League and the Union will establish a joint committee to
study members’ housing needs and work to develop programs and
projects which meet these needs.

'ARTICLE XXXIX
Health and Safety
Create a Safe and Healthy Workplace

1. The Employer, the Union, and the.individual Employee shall '
cooperate in encouraging the maintenance of a safe and healthy
work place. The Employer shall comply with all Federal, State and
local laws, including recently adopted OSHA pathogen standards.
The Union shall agree to cooperate in encouraging such rules as
are necessary to comply with such laws.

2. The Employer shallprovide safety and hea]th training for all
Employees on work time. Employees shall receive annually an
updated training session. The Union Health and Safety Depart-
ment will work with the Employer on course content and deter-
mining the appropriate number of hours of training.

3. A Safety and Health Committee composed of an equal num- .
ber of Union and the Employer representatives shall be formed to
implement this Article. The Safety and Health Committee shall
cooperate to investigate, identify and remove conditions which are
hazardous to an Employee’s safety and health. Depending on the

- size of the institution the Union representatives will vary from
three (3) to six (6). Said committee may meet monthly. It is
. agreed that the Union’s safety and health committee, and the
Union representatives to the joint committee, act hereunder exclu- |
sively in an advisory capacity and that the Union, Union safety and -
health committees, anid their officers, Employees and agents shall
not be liable for any work-connected injuries, disabilities or disease
which may be incurred by Employees.

4. Employee members of the Union-Management Occupa-
tional Safety and Health Committee will be paid at their regular
rate of pay for conducting inspections, or performing any other
function designated by the Safety and Health Committee. Further-
more, an Employee who accompanies a Federal, State or local
occupational safety and health inspector on an inspection tour will
be paid at his/her regular rate of pay for this time.

. 5. In the event that any Employee shall be exposed to any com-
municable disease, the Employer agrees to promptly review proper
procedures to be followed by Employees exposed to such commu-
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nicable diseases.

6. Where an Employee comes in contact with blood and other
body fluids as a result of his/her job duties, the Employer will pro-
vide Hepatitis B vaccine to the Employee at no cost to the Employee.

ARTICLE XL
- Local/Institution Labor Management Committees

The parties support the establishment of Local/Institution

‘Labor/Management Committees to explore the issues surrounding

the employment of 1199 Employees in those institutions. ' Thosé
issues may include:

* (a) The creation of new job titles.

- (b) The création of institution-based job groupmgs, job com-

"binations and part-time/full-time jobs.

. The Local Labor/Management Committees may by mutual

" ‘agreement request funds or support for training and facilitation

from the LMI Furid (Article XLII).
- We support the establishment of such committees.

ARTICLE XL(A)
Professional/Technical Practice Committees

' 1. There shall be a Professional/Technical Practice Committee

) (“PTPC”) consisting of eight (8) members, including: four (4)

Employees from professional and technical classifications chosen

by the Union and four (4) management representatives, mclu_dmg

a department director for the Employer or his or her designated
representative.

2. The PTPC shall meet at appropriate intervals as determined
by the committee members, but in no event less frequently than
four,(4) times per year.

3. The purpose of the PTPC will be to improve communica-
tions, facilitate discussion and make recommendations concerning
professional practice issues that arise from time to time.

4. The recommendations of the PTPC shall be made to the

-appropriate department director or other Employer representative.

) ARTICLE XLI
Leon J. Davis/Martin Cherkasky Quality Care Committee

The health care workers of 1199 and the leadership of the

"+ League are committed to providing every patient at every institu-
. tion with the best care we can.

Our health care system is changing. Every day we’re faced with

. new problems that require new treatments, new methods, and new

technologies.
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While the direction of much of this change is uncharted and
unknown, there is certainty that change will come. And with this
there will be transformations in the care people receive and the
character of the work that we do.

This Agreement represents a milestone in our relationship as
Union and Management. In the interests of our patients, we have
arrived at a mutually acceptable Agreement in the spirit of com-
promise and conciliation.

As people with a coamon cause, we seek to broaden this rela-
tionship. We are looking for new ways to care for our patients, our
families, and our community.

In this spirit we are creating the Leon J. Davis/Martin
Cherkasky Committee in honor of the distinguished founding
Presidents of our respective orgamzatlons It will be an open-
ended forum for worker/management dialogue and interaction.

The Committee has no fixed agenda. It will deal with both
short and long term issues confronting health care workers and the
health care system. The issues can be as immediate as how to deal
with sub-contracting and as visionary as jointly describing our best
ideas for a new health system for the country.

The Committee will be composed of Union and League representa-
tives from rank-and-file Union members to Chief Executive Officers.

Nothing herein is subject to the grievance and arbitration pro-
visions of the Agreement unless the matter is grievable and arbitra-
ble under another provision of the Agreement.

ARTICLE XLII
LMI FUND

1. The Union and the League have established the 1199SEIU
Hospital League Health Care Industry Labor Management Initia-
tive, Inc. (“LMI Fund”), a Labor-Management Cooperation Act
corporation which, consistent with its certificate of incorporation,
shall create and operate a Labor Management Planning Program
and a Joint Employment Service (See Article VI).

(a) The Labor Management Planning Program (“LMPP”) shall:

(i) collect information on job trends and emerging
workforce skills, including new job classifications, which affect
Union members and the health'care industry in general,

(ii) provide training, facilitation, and funding for training
and facilitation to the members on the Local Institution-based
Labor/Management Committees and Subcommittees and CIPC,

(iii) provide information and support to CIPC,

(iv) provide administrative support to the CIPC in connec-
tion with the fulfillment of the CIPC’s goals under this Agreement.




